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Leader identity development happens over a lifespan, and long-term identity change is
unusual. The way individual’s view their identity as a leader is built upon and reinforced over
time. However, there are events such as crucible moments or transformative experiences that do
alter an individual’s leader identity. This study aimed to identify what factors influence the way
people describe transformative experiences that lead to perceived leader identity change. The
correlational research design employed the data collection of transformative experiences
narratives, which were coded into a quantitative content analysis, and four assessments to
measure the following concepts: affect, identity processing styles, learning goal orientation, and
leader development psychological capital. The study analyzed 93 participants responses to
understand the degree of relationship between the four mentioned concepts and the affect, or
emotion, participants used to describe a transformative experience. Five out of the ten tested
hypotheses were supported to indicate several factors that influence the way people describe
transformative experiences that lead to perceived leader identity change. Additional exploratory
multiple regression analyses were performed to further understand the role of these influence
factors. The results from the present study advance transformative experience and leader identity
research and literature through the provided insight gained through the findings.
Keywords: leader identity, leader development, transformative experiences
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A Quantitative Analysis of Transformative Experiences Leading to Perceived Leader
Identity Change
CHAPTER 1: INTRODUCTION
Most people will experience some serious adversity in their lifetime (Bonanno, 2004).
However, the lessons learned and impacts of those adverse experiences depend on how an
individual processes and makes meaning of the adversity (Park, 2010). Fredrickson's (1998)
broaden-and-build theory is one concept which explains why individuals who go through a
serious difficulty may attribute positive outcomes and benefits of the event. Frederickson’s
(2004) theory posits that “positive emotions appear to broaden peoples’ momentary thought–
action repertoires and build their enduring personal resources” (2004, p. 1369). According to
broaden-and-build theory, positive affect not only enables an individual to temporarily engage in
positive thoughts and emotions but over time enables an individual to focus on new and positive
life opportunities (Lin et al., 2016).
Broaden-and-build theory explains why positive outcomes from adversity may happen
(Fredrickson, 1998, 2004). However, not everyone who experiences adversity will find positive
outcomes or have their identities transformed by those events (Bennis & Thomas, 2002, 2007).
One reason that identities may not transform is that identity development researchers have
indicated that among adults, lack of identity transformation is typical as identity is relatively
stable throughout one’s life (Berzonsky, 1990; Berzonsky et al., 2011). This means that while
adversity outcomes may be powerful, an individual’s identity is often reinforced, and their
identity develops through the same identity processing style as before the adversity. This concept
is consistent with leader development which happens longitudinally (Day & Liu, 2019;
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Miscenko et al., 2017). Instead of of developing across identity processing styles, a single leader
identity is developed across a long period of time (Berzonsky, 1990).
Leader identity, “the sub-component of one's identity that relates to being a leader or how
one thinks of oneself as a leader” (Day & Harrison, 2007, p. 365), has gained interest as a way to
better understand the longitudinal nature of leader development. Leader identity has been
explored in topics such as leadership educators (Priest & Seemiller, 2018; Seemiller & Priest,
2015), youth (Murphy & Johnson, 2011), and leader development programs (Day & Liu, 2019;
Miscenko et al., 2017). Additionally, the use of narrative approach in understanding leader
identities provides opportunities for individuals to self-reflect on their identity and how it has
changed over time (Priest & Seemiller, 2018). There has been a call from scholars (e.g., Jenkins,
2019; Klenke, 2008) to utilize more narrative approaches in leadership research to better
understand leader identity development and how leaders construct their leadership journeys.
Statement of Problem and Research Objective
While researchers do indicate leader identity as longitudinal and is developed throughout
one’s life, Day and Liu (2019) argued that leader development practitioners, those who facilitate
leader development programs and processes, largely do not focus on such long-term
development. Instead, practitioners focus on short-term, or episodic, development that does not
connect nor build on longitudinal leader development. Even though leadership development
researchers have called for a change from episodic to longitudinal (Day & Liu, 2019), there is
still a disconnect in leader development.
While leadership development researchers continue to advocate for longitudinal
development, there are still gaps in leadership research to understand any long-term leader
identity changes that do happen (Day & Liu, 2019; Miscenko et al., 2017). Research expanding
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Bennis and Thomas's (2002) concept of crucible moments may provide insight into leader
identity change. Bennis and Thomas (2002) first coined the term crucible moments as
“transformative experiences through which individuals come to a new or altered sense of
identity” (p. 63). This concept posits that those individuals who go through transformative
moments do experience leader identity change. Bennis and Thomas (2002) did not provide a
clear theoretical foundation supporting their concept of crucible moments. There are other
research concepts—including leader identity development, reflection, and narratives—however,
that are consistent with Bennis and Thomas’s crucible moments concept. If these research
concepts could be expanded to develop Bennis and Thomas’s idea of crucible moments, there is
an opportunity to fill the gap between the call (Day & Liu, 2019) for longitudinal leader
development and the currently practiced episodic leader development.
The purpose of this quantitative research was to examine the factors that influence the
way people describe transformative experiences that lead to perceived leader identity change.
Transformative experiences and perceived leader identity change were collected through written
reflection of narratives. Drawing from the basic presuppositions of broaden and build theory
which indicate that “positive emotions appear to broaden peoples’ momentary thought–action
repertoires and build their enduring personal resources” (Fredrickson, 2004, p. 1369), this study
hypothesizes that factors such as affect or mood factor, the way one processes their identity,
seeks out challenging tasks for learning, and positive psychological states toward leader
development are related to the positive or negative expression of transformative experiences.
Correlational analysis was performed to study the degree of relationship between these factors
and reflections of transformative experiences. To further gain insight to the study, exploratory
multiple regressions were conducted to compare relevant predictors which may influence how an
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individual describes transformative experiences which have led to perceived leader identity
change.
Definition of Key Terms
Broaden-and-Build Theory – A model which posits that “positive emotions appear to broaden
peoples’ momentary thought–action repertoires and build their enduring personal resources”
(Fredrickson, 2004, p. 1369).
Critical Reflection – “Challenging the validity of presuppositions in prior learning” (Mezirow,
1990, p. 7).
Crucible Moment - “Transformative experiences through which individuals come to a new or
altered sense of identity” (Bennis & Thomas, 2002, p. 63).
Identity Formation - An important developmental process for individuals to make sense of “who
they think they are and what they think they want” (Berzonsky, 2011, p. 3).
Identity Processing Styles - Social-cognitive strategies, identified by Berzonsky (1990), used to
“engage or to avoid the tasks of constructing and maintaining a sense of identity” (Berzonsky,
2008, p. 646). There are three identity processing styles: informational, normative, diffuseavoidant.
Leader Development – While often used interchangeably in leadership scholarship with
“leadership development,” leader development is the “development of individual leaders” (Day
& Liu, 2019, 227). This development may help individuals increase their leadership
effectiveness, but it does not inherently ensure such leadership will be developed (Day & Liu,
2019). This is because leadership is inherently social.
Leader Identity - “The sub-component of one's identity that relates to being a leader or how one
thinks of oneself as a leader” (Day & Harrison, 2007, p. 365).
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Learning Goal Orientation – A concept that is both trait-like and state-like, individuals high in
learning goal orientation will often seek out challenging tasks to foster learning (Dweck, 1986).
Narrative meaning making - “How individuals make human sense of experiences in ways that
help them to understand themselves, others, and their worlds” (Fivush et al., 2017, p. 129).
Positive Affect and Negative Affect –
Positive Affect (PA) reflects the extent to which a person feels enthusiastic, active, and
alert. High PA is a state of high energy, full concentration, and pleasurable engagement,
whereas low PA is characterized by sadness and lethargy. In contrast, Negative Affect
(NA) is a general dimension of subjective distress and unpleasurable engagement that
subsumes a variety of aversive mood states, including anger, contempt, disgust, guilt,
fear, and nervousness, with low NA being a state of calmness and serenity. (Watson et
al., 1988, p. 1063)
Leader Development Psychological Capital – Also known as LD PsyCap, a higher order
construct which is characterized by:
(1) having confidence (efficacy) to take on and put in the necessary effort to succeed at
challenging leader development tasks; (2) making a positive attribution (optimism) about
succeeding now and in the future in terms of developing as a leader; (3) persevering
toward leader development goals and, when necessary, redirecting paths to goals (hope)
in order to succeed; and (4) when beset by problems and adversity, sustaining and
bouncing back and even beyond (resilience) to attain success at leader development.
(Pitichat et al., 2018, p. 49)
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Research Question and Hypotheses
This study examined how individuals describe crucible moments (i.e., transformative
experiences) they perceive as having influenced a shift in their leader identity, and what
psychological factors are related to the way people describe these events. The driving research
question of the present study was, what are the factors that influence the way people describe
transformative experiences that lead to perceived leader identity change? Participants used
narrative reflection to describe their leader identity change. Consistent with broaden-and-build
theory (Fredrickson, 2004), four concepts were identified to assess how an individual who has
gone through a transformative experience now makes sense of their leader identity. These
concepts, which will be reviewed in chapter two, include: affect, identity processing style,
learning goal orientation, and leader development psychological capital. Each of the concepts
have been researched in connection to leader identity (e.g., Middleton et al., 2019; Miscenko et
al., 2017; Pitichat et al., 2018). However, the concepts’ connection to transformative experiences
has not been researched. This study aimed to fill this gap. Through utilizing the broaden-andbuild theory (Fredrickson, 2004) as the study’s theoretical foundation, correlational analysis was
used to identify the relation between positively or negatively expressed narrative descriptions of
leader identity transformative experiences with affect, identity processing style, learning goal
orientation, and leader development psychological capital. Additional exploratory multiple
regression analysis was used to identify the variables’ strengths as predictors of either positively
or negatively expressed transformative experiences. Given that analyzing the strength of
relationships between the independent and dependent variables is the preliminary purpose of this
study and is thus currently unknown, an exploratory multiple regression to determine relative
strength of predictors appears appropriate. The following hypotheses were tested:
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Hypothesis 1a: Positive affect will positively correlate to positively expressed narratives
of transformative experiences.
Hypothesis 1b: Negative affect will positively correlate to negatively expressed narratives
of transformative experiences.
Hypothesis 2a: Informational processing style will positively correlate to positively
expressed narratives of transformative experiences.
Hypothesis 2b: Diffuse-avoidant processing style will negatively correlate to positively
expressed narratives of transformative experiences.
Hypothesis 2c: Informational processing style will negatively correlate to negatively
expressed narratives of transformative experiences.
Hypothesis 2d: Diffuse-avoidant processing style will positively correlate to negatively
expressed narratives of transformative experiences.
Hypothesis 3a: Learning goal orientation will positively correlate to positively expressed
narratives of transformative experiences.
Hypothesis 3b: Learning goal orientation will negatively correlate to negatively
expressed narratives of transformative experiences.
Hypothesis 4a: Leader development psychological capital will positively correlate to
positively expressed narratives of transformative experiences.
Hypothesis 4b: Leader development psychological capital will negatively correlate to
negatively expressed narratives of transformative experiences.
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CHAPTER 2: LITERATURE REVIEW
The main goal of this study was to better understand the factors that influence the
narratives people use to describe transformative experiences and perceived leader identity
change. Following this purpose, the objective of this chapter is to provide foundational
information on key concepts to this study: broaden-and-build theory, positive affect and negative
affect, crucible moments, reflection within leadership and leader development, narratives,
identity and leader identity development, learning goal orientation, and leader development
psychological capital.
A literature review map, shown in Figure 2.1, was created to visually represent the
organization and connection of relevant literature that shaped this review (Creswell, 2014).
Fredrickson's (1998, 2004) broaden-and-build theory is the theoretical foundation of the current
research. As will be explained in the literature review, the theory is connected to the two main
components of the research question: transformative experiences and leader identity change. To
best test the research question, positive and negative affect, identity formation and development,
identity processing style, leader development programs, leader development psychological
capital, and learning goal orientation are reviewed to establish an understanding of leader
identity and possibilities for leader identity change. Narrative and meaning making, reflection,
and transformative experiences are reviewed to build on Bennis and Thomas’s (2002, 2007)
crucible moments concept. Another concept connected to broaden-and-build theory is positive
and negative affect.
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Figure 2.1
Literature Review Map
Broaden and Build Theory: This theory serves as the
theoretical foundation for the quantitative research. As
individuals are able to engage in positive thoughts, they can
focus and create positive opportunities.
Fredrickson 1998, 2004
Lin et al. 2016

Leader Identity Development
Day & Harrison 2007
Miscenko et al. 2017
Day & Liu 2019
Murphy & Johnson 2011
Lord & Hall 2004

Identity Formation
Erikson 1968
Marcia 1966

Identity Processing
Style
Berzonsky 1990,
2011
Berzonsky et al. 2011

Leader Development
Programs
Day & Liu 2019

Leader
Development
Psychological
Capital
Pitichat et al. 2018

Learning Goal
Orientation
Dweck 1986
Kwok et al. 2020
Middleton et al.
2019

Positive & Negative
Affect
Watson et al. 1988
Watson & Clark 1999
Thompson 2007

Crucible Moments
Bennis & Thomas 2002, 2007

Narrative & Meaning
Making
Singer 2004
Pals 2006
Fivush et al. 2017

Reflection
Mezirow 1990
DeRue & Myers 2014
Thorne et al. 2004

Transformative
Experiences
DiPaolo 2008, 2009
Karaırmak & Figley
2017

Broaden-and-Build Theory
Broaden-and-build theory, first identified by Fredrickson (1998), is a model which posits
that “positive emotions appear to broaden peoples’ momentary thought–action repertoires and
build their enduring personal resources” (Fredrickson, 2004, p. 1369). When an individual
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frequently displays positive affect or positive emotions, the individual develops long-term
psychological and physical well-being (Fredrickson, 2004) as well as positive identity (Dutton et
al., 2010). According to broaden-and-build theory, positive affect not only enables an individual
to temporarily engage in positive thoughts and emotions but over time enables an individual to
focus on new and positive life opportunities (Lin et al., 2016).
Broaden-and-build theory may be able to explain why an individual may identify a
negative transformative experience (e.g., illness, job loss) but attribute the experience to positive
leader identity change. This is because the theory recognizes that positive emotions are not often
present in life-threatening experiences (Fredrickson, 2004). However, if positive emotions, such
as joy, interest, and contentment, had previously broadened an individual’s thinking, that
individual may be more interested to push through the experience and engage in questions of
positive identity development (Dutton et al., 2010; Fredrickson, 2004).
Utilizing broaden-and-build theory as a theoretical foundation, this study explored factors
that influence the narratives people provide when they describe their leader identity
transformations. Fitting within this theoretical framing, positive and negative affect, identity
development and processing styles, learning goal-orientation, and leader development
psychological capital are discussed as potential factors influencing the narrative descriptions
individuals use when reflecting on their leadership identity transformations.
Positive and Negative Affect
While emotions and mood factors (such as positive and negative affect) are not
completely interchangeable, they are closely related (Fredrickson, 2004; Lin et al., 2016).
Emotions are a subset of affective phenomena (Fredrickson, 2001). By understanding how
temporary positive emotions may impact an individual’s long-term development, insight may be
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gained into how individuals reflect upon how transformative experiences have impacted their
leader identity.
Positive affect and negative affect are two mood factors in which evidence indicates they
are “opposites (that is strongly negatively correlated)” (Watson et al., 1988, p. 1063). Watson et
al. (1988) explained the difference between the affects as
Positive Affect (PA) reflects the extent to which a person feels enthusiastic, active, and
alert. High PA is a state of high energy, full concentration, and pleasurable engagement,
whereas low PA is characterized by sadness and lethargy. In contrast, Negative Affect
(NA) is a general dimension of subjective distress and unpleasurable engagement that
subsumes a variety of aversive mood states, including anger, contempt, disgust, guilt,
fear, and nervousness, with low NA being a state of calmness and serenity. (p. 1063).
Each of these affects engaged by an individual provides insight into more than an individual’s
mood.
Diener et al. (1985) argued there are two underlying dimensions to understand how affect
is experienced over time: frequency and strength. This explains why individuals do not just
experience positive affect sometimes and negative affect other times. The more frequently
someone experiences positive affect, the less frequently they will experience negative affect
(Diener et al., 1985). While positive affect and negative affect are negatively correlated (Watson
et al., 1988), they act as good predictors of strength for one another (Diener et al., 1985). The
strength or intensity component indicates that if an individual experiences strong negative
emotion, they may also feel strong positive emotion when experiencing positive affect (Diener et
al., 1985). Karaırmak and Figley (2017) found that both positive affect and negative affect were
correlated to negative life events or adversity. The study indicated that “negative life events were
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found to be negatively related to positive affect (i.e., the worse the adversity the less reported
positive emotions) and positively related to negative affect (i.e. the worse adversity the worse the
reported negative affect)” (Karaırmak & Figley, 2017, p. 100). In order to measure this
correlation, Karaırmak and Figley (2017) used the Positive and Negative Affect Schedule
(PANAS) assessment created by Watson et al. (1988). Given the potential for affect to influence
the way people describe their leader identity transformations in a specific moment, it was
expected that positive affect and negative affect would be related to narrative descriptions of
transformative experiences.
Hypothesis 1a: Positive affect will positively correlate to positively expressed narratives
of transformative experiences.
Hypothesis 1b: Negative affect will positively correlate to negatively expressed narratives
of transformative experiences.
Crucible Moments
Individuals’ affect, or emotions, may influence how they process and reflect on
experiences which have changed them as a leader. Crucible moments is a conceptual idea that
may provide insight into long-term leader identity changes. Bennis and Thomas first coined the
term crucible moments in 2002 as “transformative experiences through which individuals come
to a new or altered sense of identity” (p. 63). These transformative experiences are named after
“crucibles, the vessels in which medieval alchemists attempted to transform ordinary materials
into precious ones” (Bennis & Thomas, 2007, p. x.). Bennis and Thomas (2007) argued that
leader identities can change over time when individuals have the adaptive capacity to reflect and
make meaning out of personal dilemmas and address questions about who they would like to
become as leaders.
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Bennis and Thomas (2007) believed,
crucibles are places where essential questions are asked: Who am I? Who could I be?
Who should I be? How should I relate to the world outside of myself? These are always
places of reflection, but they are typically places where one transcends narrow self-regard
and reflects on the self in relation to others. (p. 99)
What are these “places” where these questions can be asked? Bennis and Thomas (2007) noted
that the need for these questions and reflection is highly subjective. They are personal dilemmas
and adversity that deeply impact an individual’s sense of identity. These experiences vary in
duration and harshness (Bennis & Thomas, 2007). Positive adversities that happen over a long
period of time may include pregnancies or job transitions. Negative adversities that happen over
a long period of time may include taking care of a significant other who is suffering from cancer
or being held as a prisoner of war. Just as these examples may unfold over a period of time,
personal dilemmas may also happen instantly or over a short amount of time such as deciding to
accept a job offer or being involved in a car wreck.
Whether an individual identifies with a crucible that was initially viewed as a positive or
negative adversity, crucibles are highly personal. These moments are shaped over time by the
narrative a leader gives them (Bennis & Thomas, 2007). Regardless of the adversity being
viewed as a positive or negative event, an individual may or may not seek out the adversity
(Bennis and Thomas, 2007). Just because a person may choose to engage with adversity does not
mean they are always able to make enough transformation out of that experience to alter their
leader identity. For those who engage in critical reflection during and even after the adversity,
however, do have the ability make meaning and create a crucible (Byrne et al., 2018) out of such
difficulty. It can be difficult for a person to make meaning out of adversity and turn that
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experience into a crucible moment—thus altering their leader identity—when there are
underlying causes that prevent them from answering questions about their core, about who they
are (DiPaolo, 2008, 2009). However, when an individual is able to learn and process great
change, they are in a position to embrace a potential crucible and make meaning out of the
experience (Thomas, 2008).
In order to emerge from the adversity with an altered sense of identity, a leader must be
transformed. Bennis and Nanus (2007) noted that successful leaders learn from their experiences
in order to become better leaders. An individual does not experience a crucible moment if they
come out of the event without an altered reality. Martin (2017) explained that in his study of high
school principals’ crucibles, there were some identified moments that were non-transformative.
That does not mean they were not powerful leadership journeys that forced the principal
to lead with confidence, but, in the end, the principals’ frames of reference were only
strengthened by the dilemma, and they emerged more confident in their own beliefs. A
true crucible experience disrupts existing frameworks. Failing to expand perspectives
causes rigidity in thinking, and it also creates a closed habit of mind to alternative
perspectives ( p. 166).
This is an important distinction between making meaning out of adversity and just making it
through adversity. For some individuals who have not created a crucible moment they may not
be able to recognize the transformative experience that goes alongside the adversity. Individuals
may find success leading during adversity or crises. Bennis and Thomas (2007) argued that the
experience is not inherently transformative. That transformative experience, or crucible moment,
should be an “incubator for new insights and a new conception of oneself” (Bennis & Thomas,
2007, p. 106). While embracing this change may be difficult, adversity does have the ability to
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be “reshaped as a useful tool for personal and leadership growth” (Elkington & Moss Breen,
2015, p. 102).
Although Bennis and Thomas created the conceptual idea of crucible moments, there are
still many limitations in how their concept can be used in leadership research. A stronger
connection to leader identity development may be a missing piece to provide insight into how a
relatively stable leader identity may change overtime. Bennis and Thomas (2007) claim that
crucible moments create a new or altered sense of identity but the authors provide little to no
identity development work for how this happens. Subsequent research supporting crucible
moments (e.g., Byrne et al., 2018; Martin, 2017) do not investigate this identity claim either.
Further research on this topic may not only develop crucible moments as a theoretical concept
but also add to longitudinal leader identity development research.
Reflection within Leadership and Leader Development
One component, however, that Bennis and Thomas (2007) do emphasize is the
importance of meaning making and reflection in creating crucible moments. Remembering the
event is not the same as reflecting (Thorne et al., 2004). This is because reflecting goes further
by gaining insights (Thorne et al., 2004) into how the event being reflected impacts the
individual’s relationship with themselves and others. Bennis and Thomas (2007) call for
individuals to make meaning out of adversity. They do not indicate what this meaning making
process may entail or the difference between meaning making and reflection. However, meaning
making literature indicates that it is an ongoing process that requires action and reflection (Bray
et al., 2000). Reflection will be discussed in this section to encompass both meaning making
from Bennis and Thomas (2007) and the reflection processes utilized in leader development
programs (Boyce et al., 2010; Miscenko et al., 2017).
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Understanding reflection processes may provide insight into an individual’s identity
(Berzonsky & Luyckx, 2008). Fivush et al. (2017) explained, “how narrators begin to color their
experience in such ways within memories of personal events is critical to better determine how
narrative meaning-making facilitates well-being and sense of identity” (p. 139). Not only is
reflection important to understanding transformative experiences (Bennis & Thomas, 2007) but
also the type of reflection engaged. Carefully processing the adversity or stressful event may
even alleviate tension associated with recalling the event (Taylor, 1991). In support of this idea,
Byrne et al. (2018) noted,
through the mechanism of critical reflection, individuals are better able to resolve the
inconsistencies or tensions that exist between newly developed perceptions of leadership
and character gained in crucible experiences and prior perceptions about themselves and
their understanding of leadership. (p. 277)
Mezirow (1990) explained critical reflection refers to “challenging the validity of
presuppositions in prior learning” (p. 7). This critical reflection happens ex post facto. While
reflection during the event or adversity may be beneficial, critical reflection after the fact allows
an individual to “reassess one’s meaning perspectives and, if necessary, to transform them”
(Mezirow, 1990, p. 7). This time to process and critically reflect may influence how individuals
view their crucibles and transformative experiences.
When leaders reflect on their transformative experiences, they have the ability to shape
the story and show how they are the hero in their own narrative (Bennis & Thomas, 2007). How
leaders shape their transformative experiences is important to how leaders engage with the
reflection process. Relevant to leader development, Avolio and Hannah (2008) discussed two
forms of self-reflection: adaptive and maladaptive. This concept is similar to reflection versus
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rumination self-focus discussed by Trapnell and Campbell (1999). Adaptive self-reflection,
similar to Trapnell and Campbell's (1999) reflection, is a constructive process of reflection which
is often used by an individual who is open, positive, and has a goal-oriented perspective (Avolio
& Hannah, 2008). This reflection “can result in greater self-awareness and self-knowledge that
then contributes to more effective choices in terms of actions, behaviors, and emotional selfregulation over time” (Avolio & Hannah, 2008, p. 338).
In contrast, maladaptive self-reflection, Trapnell & Campbell's (1999) rumination, has the
ability to hinder self-awareness and self-regulation (Avolio & Hannah, 2008). This is because
“maladaptive self-reflection involves more destructive ways of thinking that generates negative
emotions such as anxiety, self-doubt, and fear-based actions” (Avolio & Hannah, 2008, p. 338).
Maladaptive self-reflection stalls leader development because an individual who engages with
this reflection may focus on what went wrong in the experience rather than on the successes and
the potential growth opportunity (Avolio & Hannah, 2008). While adaptive reflection may
include reflection on what went wrong, this is not the driving force of the reflection process.
Rather, individuals who continually engage in maladaptive reflection may do so to avoid
responsibility or criticism (Berzonsky & Luyckx, 2008).
Regardless of how an individual engages, adaptative or maladaptive reflection is not
fixed. Leader development practitioners, those who facilitate leader development programs and
processes, are able to influence how leaders reflect and ruminate on an experience. A leader can
be primed to engage in adaptive self-reflection rather than maladaptive, which may positively
accelerate the leader development (Avolio & Hannah, 2008). DeRue and Myers (2014) also
indicated that researchers have documented how “structured reflection practices can enhance
individuals’ mental models of their experiences, promote more internal attributions for
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performance, and produce greater performance improvements than if employees are to process
and reflect on their experiences without any formal structure or guidance” (p. 846). The role of a
leader development practitioner to guide such reflection is important because the ability “to
reflect relates directly to how effectively individuals can learn from their personal experiences”
(Densten & Gray, 2001, p. 119). By understanding the type of reflection asked of learners, leader
development programs may “maximize individual potential by allowing [leaders] to evaluate the
significance of their experiences from a leadership perspective” (Densten & Gray, 2001, p. 119).
Through adaptive self-reflection, a leader may be able to leave a leader development program
with a greater understanding of transformative experiences and how those experiences have
influenced an individual’s leader identity.
Narratives
Narrative processing is also an important factor in meaning making. This processing,
referred to as narrative meaning making, is “how individuals make human sense of experiences
in ways that help them to understand themselves, others, and their worlds” (Fivush et al., 2017,
p. 129). Single narratives provide insight into how narrators subjectively process an event that
happened in the past and the development that has taken place in between the past and present
(Fivush et al., 2017). As an individual makes sense of this development, they are able to gain
insight into their own “nature, values, and goals” (Singer, 2004, p. 442).
The insight an individual gains relate to their developmental stage. Our ability to
construct narratives and make meaning of our life experiences changes over time (Fivush et al.,
2017; Pals, 2006; Singer, 2004). Narrative and sense making is a social and contextual process
(Singer, 2004). The way a 16 year-old may need to respond and make meaning out of an event is
different than a 35 year-old (Fivush et al., 2017). While Erikson's (1968) psychosocial model is
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not specific to narratives, narrative researchers have used his work to explain how lifespan
development influences the way individuals process and create narratives. As new challenges
and skills emerge, individuals revisit previous narratives and continue to develop and shape those
stories (Fivush et al., 2017).
Utilizing narrative approaches to understand how transformative experiences lead to
perceived leader identity change provides an opportunity to understand objectively the
experience that happened but also the subjective narrative and importance of that specific event
as created by the individual. Danzig (1999) succinctly described the connection between
narratives and leadership identity, “a leadership story is ultimately a story of identity” (p. 119).
Leadership researchers have used narratives in previous work. Specifically, there has been recent
interest in leadership educators’ identity and their narratives of how they joined leadership
education (Jenkins, 2019; Priest & Seemiller, 2018; Seemiller & Priest, 2015). Priest and
Seemiller's (2018) qualitative research used a narrative approach method to understand how
leader educators describe critical moments in their leadership educator journey. The researchers
found that both positive and negative moments were identified by participants as playing a role
in their leadership educator identity. This study employed similar methods as Priest and
Seemiller (2018) to expand the understanding of how critical moments, or in this case,
transformative experiences, impact leader identity.
Identity Development
Broadly, identity formation is an important developmental process for individuals to
make sense of “who they think they are and what they think they want” (Berzonsky, 2011, p. 3).
This introspection presents itself as a way to “develop a stable and meaningful identity structure,
which enables [individuals] to maintain a sense of self-continuity over time and space”
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(Berzonsky et al., 2011, p. 295). Foundational work on identity development include Erikson's
(1968) life-span theory and Marcia's (1966) ego-identity status paradigm. Erikson's (1968) lifespan theory posits that a sense of identity is important as individuals go through psychosocial
changes over time. Erikson (1950, 1968) argued that as individuals develop through different
periods in life (e.g., infant to toddlerhood to preschool, etc.), they encounter different crises.
These psychosocial stages build upon one another and connect to the longitudinal identity
development of individuals (Dunkel & Sefcek, 2009). Marcia’s (1966) ego-identity status
paradigm focuses on identity development which occurs through self-exploratory identity crises
and personal commitments. Recently, identity development researchers have transitioned to
focus on the process of identity formation (Berzonsky et al., 2011).
Berzonsky (1990) proposed three different social-cognitive identity processing styles:
informational, normative, and diffuse-avoidant. These social-cognitive strategies are used to
“engage or to avoid the tasks of constructing and maintaining a sense of identity” (Berzonsky,
2008, p. 646). Identity processing styles are important to navigate life choices and personal
dilemmas (Schwartz, 2006). While all three styles may be engaged, individuals’ preferences
determine the relatively stable and primary identity processing style used over their lifespan
(Berzonsky, 1990). This means an individual’s identity is often reinforced over time and their
identity develops through the same identity processing style. This concept is consistent with
leader development which happens longitudinally (Day & Liu, 2019; Miscenko et al., 2017).
Instead of developing across identity processing styles, a single leader identity is developed
across a long period of time (Berzonsky, 1990).
How identity formation and development happen over time is different for each identity
processing style. Individuals with an informational style “effortfully seek out, process, and
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evaluate self-relevant information” (Berzonsky, 2008, p. 646) before making identity decisions
(Nurmi et al., 1997). They are self-reflective and question their self-views and limitations. Open
to development and criticism, “individuals with high informational scores tend to define
themselves in terms of personal attributes such as personal values, goals, and standards”
(Berzonsky et al., 2011, p. 296).
Individuals with normative style “more automatically internalize and conform to the
standards and expectations of significant others” (Berzonsky, 2008, p. 646). Normative
individuals are associated with high commitment levels to their own and others’ goals for them.
They tend to define themselves in terms of “collective self-attributes such as religion, family, and
nationality” (Berzonsky et al., 2011, p. 296). Deviating from the normal standard evokes guilt
from these individuals (Lutwak et al., 1998) because those in the normative orientation typically
conform to identity expectations set by authority figures (Nurmi et al., 1997).
Individuals with diffuse-avoidant style are associated with “procrastination and attempts
to evade identity conflicts and decisional situations as long as possible” (Berzonsky, 2008, p.
646). Diffuse-avoidant individuals tend to act in short-term compliance to avoid external
consequences. They tend to avoid criticism and acting emotionally in the moment rather than
rationally to identify long-term consequences (Berzonsky et al., 2011). They define themselves
in terms of “social attributes such as reputation and popularity” (Berzonsky et al., 2011, p. 296).
Long term impacts of diffuse-avoidant identity processing includes developmental challenges
such as low success expectations (Nurmi et al., 1997).
The Identity Style Inventory (ISI-5: Berzonsky et al., 2013) is a Likert scale that assesses
how an individual exhibits these three identity processing styles. Berzonsky et al. (2013)
developed the inventory to operationalize identity processing style theory. Through the fifth
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version of the inventory, the researchers “sought to develop scales consisting of items that dealt
with content-neutral identity categories (e.g., life decisions, goals, beliefs, values, personal
problems, and so on)” (Berzonsky et al., 2013, p. 901). This version allows participants to place
relevance on content as opposed to previous versions which “pertained to specific identity
domains (such as religious values, political beliefs, occupational aspirations, college major, and
the like)” (Berzonsky et al., 2013, p. 901). The content-neutral Identity Style Inventory enables
researchers to understand identity processing styles in a more neutral and developmental
perspective. Information regarding the reliability and validity of the measure will be discussed in
the methodology section.
Understanding how individuals process identity and life questions is important because it
begins to piece together how identity and self-construction of identity develop. Berzonsky (2011)
explained “having the cognitive resources to represent the past, and then use transformations of
those representations to anticipate the future, enables people to transcend time and maintain a
sense of themselves as persistent volitional agents who think, doubt, will, act, desire, and selfregulate” (p. 56). Informational individuals are more willing to process and challenge their selfview and identity. They are open to questioning how they have developed as an individual and
how they may need to change to meet their goal of who they would like to be (Berzonsky, 2011).
Relations between adaptive self-reflection and informational identity processing style have also
been investigated.
Berzonsky and Luyckx (2008) identified that adaptive self-reflection was positively
correlated to informational identity processing style. Individuals engaged in informational
processing identities indicated that they “were motivated to make an active effort to analyze and
understand themselves and that they were attuned to their inner thoughts, feelings, and motives”
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(Berzonsky & Luyckx, 2008, p. 214). Diffuse-avoidant individuals contrast informational
processing styles in the way that diffuse-avoidant individuals are less interested in the internal
motivation to develop through adaptive self-reflection and instead more interested in developing
themselves to improve or maintain their social status. The ad hoc development is an external
motivation. Any self-development is strategic to meet social reputation needs (Berzonsky, 2011).
Not only is maladaptive self-reflection negatively correlated with informational identity process
style, it was positively correlated with normative and diffuse-avoidant identity processing styles
(Berzonsky & Luyckx, 2008).
Regardless of the motivation to develop, identity development is still social (DeRue et al.,
2009). Informational styles rely on others to provide feedback on ways an individual can
improve. Normative styles rely on social norms of the group to decide in which way to develop
alongside others. Diffuse-avoidant styles rely on social rewards and popularity for development
(Berzonsky, 2011). DeRue et al. (2009) explained that among identity development, there is still
ambiguity as to how individuals internalize this development and what it might mean to identify
as a leader. This study focuses on the relationships between transformative experiences with
informational and diffuse-avoidant processing styles. Normative processing style was not
included in the study because the processing style was most related to social expectations and
conforms based on those expectations (e.g., Lutwak et al., 1998; Nurmi et al., 1997). While it is
recognized that leadership is a part of social process (DeRue et al., 2009), broaden-and-build
theory, the theoretical frame for this study, does not deliniate relationships between normative
social expectations and positive or negative reflections.
Hypothesis 2a: Informational processing style will positively correlate to positively
expressed narratives of transformative experiences.
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Hypothesis 2b: Diffuse-avoidant processing style will negatively correlate to positively
expressed narratives of transformative experiences.
Hypothesis 2c: Informational processing style will negatively correlate to negatively
expressed narratives of transformative experiences.
Hypothesis 2d: Diffuse-avoidant processing style will positively correlate to negatively
expressed narratives of transformative experiences.
Leader Identity Development
Day and Harrison (2007) defined leader identity as “the sub-component of one's identity
that relates to being a leader or how one thinks of oneself as a leader” (p. 365). Leader identity is
crucial to the leader and subsequent leadership development (Day & Harrison, 2007; Hall, 2004).
The more in tune one is with their leader identity, the more likely they are to seek out leader
development (Day & Harrison, 2007). However, identifying how much or how little someone is
a leader is difficult. There is no definitive measure of whether or not an individual is a leader.
“Rather, multiple traits and behavioral tendencies are associated with leadership, and there is
often disagreement as to the relative importance of these attributes” (DeRue, et al., 2009, p. 7).
Adding to this ambiguity, leader identity may be both intrapersonal and interpersonal (DeRue et
al, 2009; DeRue & Ashford, 2010).
Consistent with identity processing styles, leader identity relies on social cues and
feedback. Leader identity development may happen individually, aligning with internalized goals
and values, or collectively through shared group behaviors and beliefs (Day & Harrison, 2007;
DeRue & Ashford, 2010). Lord and Hall (2005) suggested there may be overlap between the
individual and collective leader identity. A leader who is invested in developing their own leader
identity may be able to navigate and activate different leader identity roles needed in a certain
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instance (Day & Harrison, 2007). Day and Harrison (2007) noted that with this overlap and other
added complexities, leader identity development is a multi-level process. The lowest-level
perspective is understanding the self-concept of oneself as a leader. The highest-level perspective
is the complex understanding of the collective leadership identity (Day & Harrison, 2007).
Collective leadership focuses on the shared identity and collaborative leadership processes of an
entire team. Day and Harrison (2007) noted an individual engaging in collective leadership
identity may say “We are a leadership force in the industry” (p. 366) instead of acknowledging
the individual leaders of the group.
Navigating self and collective identity may not always be easy. As identity development
is social (DeRue et al., 2009), some individuals may experience internal conflict when
deciphering how their own self-identity differs from the collective-identity (Brown, 2019).
Brown (2019) articulated that when power and control is exuded at the organizational level,
authority figures may constrain or coerce self-identity formation from deviating from the
collective identity (e.g., Brocklehurst, 2001; Huber & Brown, 2017; Trethewey, 1999). Even
though collective identity may control self-identity at times, this is not always the case and
instead individuals do have the power to navigate between the two (Brown, 2019). However,
Markus and Wurf (1987) indicated only one identity type may be activated at a time. Similar to
identity development, so too only one leader identity may be activated at any time (Day &
Harrison, 2007).
Even with different leader identity activations, the longitudinal leader identity is
relatively stable. Long-term identity changes are thought to be “unusual, difficult, and externally
initiated” (Miscenko et al., 2017, p. 607). Deep conflict with the self-concept of identity will
force an individual to re-construct the meaning of their leader identity such as the values, beliefs,
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standards, and motivations that contribute to the current identity in question (Hall, 2004). This
identity re-construction may be difficult because “a person may not be fully conscious of all of
the components of [their] identity” (Hall, 2004, p. 154). Implicit leadership theories is one
explanation for this lack of consciousness or awareness of leader identity.
Schyns et al. (2011) described implicit leadership theories as “everyday images of what
leaders are like in terms of traits and behaviors” (p. 398). These are images that everyone has
about how leaders act (Schyns et al., 2011) and can explain leaders’ behaviors (Schyns &
Schilling, 2011). Offermann et al. (1994) noted “individuals possess their own naive, implicit
theories of leadership and are readily willing to determine their boundaries and characteristics”
(p. 44). Individuals create implicit and underlying perceptions of leader behaviors by looking to
leaders around them for examples.
When individuals see themselves as obtaining the traits and behaviors of leaders in
general, there is congruence between implicit leadership theories and implicit self-theories
(DeRue & Ashford, 2010; Schyns et al., 2020). DeRue and Ashford (2010) explain this
congruence through the process of claiming and granting. If an individual sees they are a good fit
for a specific leadership role, they internalize their traits and behaviors as being a leader and
claim that role (DeRue & Ashford, 2010). Schyns et al. (2020) found that when there is high
congruency of implicit leadership theories and implicit self-theories, individuals have more
motivation to lead because, the authors suggest, these individuals see themselves as a typical
leader.
Leader prototypes and prototypicality is one way individuals conceptualize implicit
leadership theories (Offermann et al., 1994). Individuals will often have an idea of what
attributes constitute leaders (Offermann et al., 1994). The more other individuals mirror these
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attributes, the more successful these individuals are at matching that specific leader “prototype”
(Guillén et al., 2015; Offermann et al., 1994). In addition to judging how others meet this
prototype, Guillén et al. (2015) argued an individual may also use this prototype to judge their
own leader identity and capabilities
As mentioned previously, identity and leader identity development is social as it depends
on society’s expectations of individuals (DeRue et al., 2009). Prototypicality is also important
because it feeds into social cues and feedback. Steffens et al. (2014) defined prototypicality as
“representing the unique qualities that define the group and what it means to be a member of this
group. Embodying those core attributes of the group that make this group special as well as
distinct from other groups” (p. 1003). When an individual strives to meet the prototypicality of a
group, that person may struggle to ask questions of their own identity that may deviate from the
prototypicality. This is one reason why long-term leader identity change is often difficult to
process (Miscenko et al., 2017).
The idea of what attributes and actions define a leader is often rooted in how much the
individual meets the needs and similarity of the entire group. Steffens et al.'s (2014) Identity
Leadership Inventory (ILI) assesses leader identity based on a shared social identity process.
Steffens et al.'s (2014) interpretation of leader identity as being a social process may complicate
how leaders understand their identity outside of that social process or group. Leaning into the
group identity and then leaving the group (e.g., professional role transitions) may cause deep
internal conflict of who an individual is as a leader outside of the group identity (Miscenko et al.,
2017).
Leader development programs and training do provide opportunities for leaders to reexamine and reflect on who they are as a leader who they would like to become (Miscenko et al.,
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2017). However, these opportunities for leader development often fail to meet the longitudinal
development of leader identity (Day & Liu, 2019). Leader development is “dominated by an
episodic, event-driven focus in which development of leaders and leadership is thought to occur
through periodic participation” (Day & Liu, 2019, p. 228). Because leader identity development
takes place over longer time periods, leader development needs to match that developmental
process. Day and Liu (2019) noted that leader and leadership development researchers have
begun to explore options for longitudinal leader development and why leader identity changes
may occur. However, even with this beginning research, there are still gaps to help understand
long-term leader identity changes (Day & Liu, 2019; Miscenko et al., 2017).
Murphy and Johnson's (2011) research on leader development does address this
longitudinal development. The researchers noted that prior leader development research focused
on “developmental experiences that occur late in life” (p. 459). Their life span approach to leader
development model (see Figure 2.2) progressed leader identity development research by
accounting for the “dynamic and iterative processes associated with the development of
leadership” (Murphy & Johnson, 2011, p. 460). This model provides insight to how early
developmental factors and contextual experiences influences leader identity in the present and
future developmental experiences.
Figure 2.2
Life Span Approach to Leader Development Model
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Note. Reprinted from Murphy and Johnson, 2011, p. 461.
While contextualized to the impact of leader development at a young age, Murphy and
Johnson's (2011) model does provide justification for focusing on longitudinal development of
leader identity instead of episodic development. Additionally, the self-regulation and cyclical
components of the model suggest that not only are leadership events and experiences relevant for
leader identity development, but the way people reflect and process those events and experiences
are also important.

Thus, the model outlined by Murphy and Johnson (2011) suggest that it

may be important to examine the factors that influence the way people describe transformative
experiences that lead to perceived leader identity change.
Learning Goal Orientation
Middleton et al. (2019) noted that learning goal orientation may facilitate leader identity
development over time. Dweck (1986) argued individuals have goal orientations which influence
how they prefer to engage in goals and goal achievement. She identified two goal orientations:
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learning and performance. Those who engage in learning goals, “seek to increase their
competence, to understand or master something new” (Dweck, 1986, p. 1040). Those high in
learning goal orientation will often seek out challenging tasks to foster learning. Individuals who
engage in performance goals, “seek to gain favorable judgments of their competence or avoid
negative judgments of their competence” (Dweck, 1986, p. 1040). Those high in performance
goal orientation may use defensive strategies to seek out challenges where they will either
succeed or their ability is not determined by failure (Dweck, 1986).
Learning goal orientation is associated with “a desire to develop the self by acquiring
new skills, mastering new situations, and improving one’s competence” (Vandewalle, 1997, p.
1000). Learning goal orientation can be conceptualized both as a trait-like and a state-like
variable (Payne et al., 2007). While these conceptualizations may relate to learning goal
orientation differently, Middleton et al. (2019) found that both trait-like and state-like learning
goal orientation positively relates to leader identity development over time. The authors
explained, that individuals high in learning goal orientation “are motivated to develop their
competence as a leader by mastering new skills, seeking out and engaging in leadership
challenges, and seeking and learning from feedback along the way” (Middleton et al., 2019, p.
498). This reflects that individuals with high learning goal orientation are not concerned about
how they compare to others but rather their own development and learning (Hendricks & Payne,
2007).
Hendricks and Payne (2007) found that learning goal orientation positively related to
both affective-identity and social-normative motivation to lead and individuals with high
learning goal orientation “are more likely to want to lead because they like to lead and feel a
sense of duty to lead” (p. 334). Those high in learning goal orientation are also motivated to
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learn and development because they recognize that their ability is not unchangeable (Day & Sin,
2011). These individuals are able to engage in their learning goal orientation to develop
themselves as leaders and their leader effectiveness (Day & Sin, 2011).
It is also worth noting that when studied in real time, learning goal orientation influenced
the trajectories of leader development. While an individual with high learning goal orientation
(LGO) and another with low learning goal orientation may experience a similar degree of leader
identity development over time, how they achieve that development is different (Kwok et al.,
2020). Kwok et al. (2020) found that “individuals higher on LGO experienced faster initial
growth of leader identity followed by a slowing growth over time, whereas individuals lower on
LGO experienced a steady, linear growth over time” (p. 11). One possibility for this, as
articulated by Kwok et al. (2020), is that individuals high in learning goal orientation are more
willing to take risks early on to complete tasks and develop themselves but may plateau over
time. However, an individual low in learning goal orientation may be less willing to take risks
initially to complete tasks and develop themselves. Leader development over time may be
perceived as greater because learning goals were low (Kwok et al., 2020).
While Kwok et al.'s (2020) study provides unique research to leadership development
trajectory, this current study extended the researchers’ work on learning goal orientation.
Specifically, this research investigated the relationship between learning goal orientation and the
positive or negative expression of transformative experiences. It was predicted that individuals
with higher learning goal orientation would be more likely to display positive expressed
narratives of transformative experiences. This was predicted because individuals with higher
learning goal orientation are more willing to take risks and learn to navigate challenging
situations (Kwok et al., 2020). Although difficult experiences may initially be felt as negative
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transformative experiences, higher learning goal may help that individual identify or create
positive growth or development from that experience, and ultimately.be reflected upon
positively.
Hypothesis 3a: Learning goal orientation will positively correlate to positively expressed
narratives of transformative experiences.
Hypothesis 3b: Learning goal orientation will negatively correlate to negatively
expressed narratives of transformative experiences.
Psychological Capital
The ability to make meaning out of an experience and attribute transformation to that
event may be influenced by someone’s psychological capital. Psychological capital, also referred
to as PsyCap, is a higher order construct which is characterized by:
(1) having confidence (self-efficacy) to take on and put in the necessary effort to succeed
at challenging tasks; (2) making a positive attribution (optimism) about succeeding now
and in the future; (3) persevering toward goals and, when necessary, redirecting paths to
goals (hope) in order to succeed; and (4) when beset by problems and adversity,
sustaining and bouncing back and even beyond (resiliency) to attain success. (Luthans et
al., 2007, p. 3)
When all four constructs (self-efficacy, optimism, hope, and resiliency) are developed together,
an individual may better understand who they are and who they are becoming (Luthans et al.,
2007). Research indicates that when these four constructs are acted upon together, people do
navigate adversity more smoothly and sustainably (Chen & Lim, 2012). However, research has
not explored the relationship between an individual’s psychological capital and transformative
experiences. This section will examine the higher order construct, each of the four comprising
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constructs, a newly constructed leadership development PsyCap, and review how psychological
capital may relate to leader identity development and transformative experiences.
Psychological capital is situated within the positive organizational behavior (POB)
literature. Luthans et al. (2007) indicated that for PsyCap to meet the criteria of a POB, “it must
be positive or relatively unique to the field of organizational behavior, but most importantly, it
must meet the scientific criteria of being theory- and research-based, measurable, state-like or
developmental, and related to work performance outcomes” (p. 11).
Avolio and Luthans (2006) noted that psychological capital involves the development
from the actual self to the possible self—who one is and who one is becoming. An important
feature of psychological capital is that it is not fixed. Rather, evidence indicates an individual’s
level of PsyCap could shift over time (Luthans et al., 2007; Luthans et al., 2008) and be
intentionally developed (Luthans et al., 2007). The developmental nature of PsyCap has been
tested in multiple studies using interventions.
Luthans et al.'s (2008) PsyCap intervention study is one example in which researchers
reported significant psychological capital growth as a result of PsyCap interventions. Luthans et
al.'s (2008) study utilized web-based micro interventions to develop participant PsyCap. The
pretest, posttest control group experimental design study, which utilized a heterogeneous sample
of 364 adults, distributed two narrated PowerPoint presentations at two intervals. These
presentations explained the constructs of psychological capital and provided opportunities for
participants to self-reflect on their PsyCap goals. “These reflection exercises included specific
techniques that cued participants to focus on past thoughts, emotions, and behaviors” (Luthans et
al., 2008, p. 214). In Luthans et al.'s (2008) study, the researchers administered a pre-and postintervention using the 24-item Psychological Capital Questionnaire. There was significant
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PsyCap growth between test intervals for the treatment group (Mean difference = .012, p = .016,
d = .191). Whereas the control group did not see significant growth (Mean difference = -.05, p =
.061, d = -.042.)
The development of PsyCap, when viewed through a leader development perspective
(Pitichat et al., 2018), may influence leader identity change and how individuals make meaning
out of experiences. If greater PsyCap levels allow an individual to better understand who they are
and who they are becoming, individuals with greater PsyCap levels may be able to engage more
productively in transformative experiences and be willing to explore the “questions about who
they are and what is really important to them” (Thomas, 2008, p. 5) when relevant to leader selfdevelopment and identity (Pitichat et al., 2018). Luthans et al. (2007) originally developed the
concept of psychological capital to the workplace. Pitichat et al. (2018) has advanced PsyCap to
also apply to leader development. To better understand why PsyCap is relevant to the present
study, the concept will also need to be explained through a leader development lens.
Leader Development Psychological Capital
As mentioned, psychological capital was initially studied in workplace and organizational
contexts by researchers (Pitichat et al., 2018). This is demonstrated through its connection to
positive organizational behaviors (Luthans et al., 2007) as well as a meta-analysis linking
PsyCap to a number of workplace outcomes (e.g. work performance, job satisfaction; Avey et
al., 2011). However, the benefits of psychological capital are not limited to organizational
contexts (Pitichat et al., 2018). Pitichat et al. (2018) argued psychological capital’s motivational
propensity, is also applicable to leader development.
Pitichat et al. (2018) adapted Luthans et al.'s (2007) definition to define leader
development psychological capital (LD PsyCap) as
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(1) having confidence (efficacy) to take on and put in the necessary effort to succeed at
challenging leader development tasks; (2) making a positive attribution (optimism) about
succeeding now and in the future in terms of developing as a leader; (3) persevering
toward leader development goals and, when necessary, redirecting paths to goals (hope)
in order to succeed; and (4) when beset by problems and adversity, sustaining and
bouncing back and even beyond (resilience) to attain success at leader development. (p.
49)
The higher-order construct of leader development psychological capital has positively predicted
engagement in leader development behaviors above and beyond workplace PsyCap (Pitichat et
al., 2018). PsyCap may help individuals reflect on who they are as a leader and who they would
like to become (Pitichat et al., 2018).
Some leader development programs may already focus on such reflective leader identity
questions (Miscenko et al., 2017). On the other hand, there are still many leader development
programs that focus on leader development through a collective leadership lens and episodic
instead of longitudinal development process (Day & Liu, 2019). Leader development
psychological capital may provide solutions (Pitichat et al., 2018) to recent leader development
scholars who have advocated for more appropriate leader development programs (Day & Liu,
2019) to account for how leader identity develops.
It was predicted that individuals with higher leader development PsyCap would be more
likely to display positive expressed narratives of transformative experiences. This was predicted
because research indicates that when these four constructs of PsyCap are acted upon together,
people do navigate adversity more smoothly and sustainably (Chen & Lim, 2012). Although
there may be difficult or initially negative transformative experiences, higher leader development
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PsyCap may influence how the experience is reflected upon, the events are seen as opportunities
for growth and development as a leader.
Hypothesis 4a: Leader development psychological capital will positively correlate to
positively expressed narratives of transformative experiences.
Hypothesis 4b: Leader development psychological capital will negatively correlate to
negatively expressed narratives of transformative experiences.
To understand the connection of leader development psychological capital to expressed
narratives of transformative experiences, each sub-construct of PsyCap (and LD PsyCap) —
(LD) self-efficacy, (LD) optimism, (LD) hope, (LD) resiliency—is reviewed.
Self-Efficacy
Luthans et al. (2007) explained that high levels of psychological capital self-efficacy may
help an individual “to persevere when [they] are faced with obstacles that may otherwise lead
[them] to give up” (p. 34). This ability to persevere through obstacles and adversity is influenced
by an individual’s motivation to “choose and welcome challenges and to use [their] strengths and
[their] skills to meet those challenges” (p. 34). The more motivation or confidence to overcome
an issue, the more likely an individual is to welcome the issue (Luthans et al., 2007). Pitichat et
al.'s (2018) leader development self-efficacy is defined as a “leader’s judgment regarding
whether he or she can develop a specific ability or skill to employ in a certain leadership
context,” a definition provided by Avolio and Hannah (2009, p. 285).
Evidence indicates that an individual’s self-efficacy is not encompassing of all challenges
an individual may face (Bandura, 1997; Luthans et al., 2007). Although an individual may learn
how to masterfully respond to certain types of challenges, they may develop comfort zones with
handling those challenges (Luthans et al., 2007). Even if it is not clear that an individual has the

37
necessary resources or abilities to overcome a specific type of challenge, self-efficacy itself can
be enough to motivate the individual to engage in the challenge (Bandura, 1997). Bandura (1997)
indicated that this self-efficacy can be developed through new experiences and successful
tackling of adversity or difficulties.
Hope
Pitichat et al. (2018) argued that leader development psychological capital hope involves
the willpower and the waypower to accomplish goals specific to leader development. The
willpower is the motivation and self-determination to set and then work to achieve “realistic but
challenging goals and expectations” (Luthans et al., 2007, p. 66). The waypower is the ability to
identify alternative paths to reach those goals and expectations (Luthans et al., 2007).
Snyder's (1994) research on hope in positive psychology provides a foundation for
Luthans et al.’s (2007) PsyCap interpretation. One reason for this is that Snyder’s research
recognizes hope as a cognitive state where the individual acknowledges their own “agency” or
“willpower” as well as the appropriate “pathways” or “waypower” (Luthans et al., 2007). Instead
of looking at the concepts separately, Snyder et al. (1991) articulated that the willpower and
waypower are “iterative and additive and because the underlying basis of the present theory and
construct of hope is to combine agency and pathways” (p. 582). The combination of these
concepts is unique to characteristics of PsyCap hope (Luthans et al., 2007).
Snyder (1994) articulated that “higher-hope people minimize the negatives they
encounter and simultaneously turn their attention outward to the situations at hand” (p. 64).
When faced with adversity, people with higher hope are more likely to persist and persevere
through that adversity (Snyder et al., 1991). The problem-solving skills willpower and waypower
may provide a process for cognitively navigating transformative experiences. Luthans et al.
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(2007) indicated PsyCap hope may help overcome adversity as long as there is the possibility of
forward momentum down a pathway. PsyCap hope may even benefit how a leader views their
own ability to meet goals (Pitichat et al., 2018).
Optimism
Specific to leader development psychological capital, leader development optimism is the
“expectation for positive outcomes” (Pitichat et al., 2018, p. 49) as related to leader development
after both positive and negative events. Luthans et al. (2007) argued individuals with high
PsyCap optimism levels “take credit for the positive happenstances in their lives” and “when
faced with undesirable situations, optimistic people attribute the causes to be external,
temporary, and specific to the situation” (p. 91). High demonstration of optimism does not mean
that an individual will gravitate toward finding the positive in every experience of adversity.
Rather, evidence indicates that PsyCap optimism influences a “strong lesson in self-discipline,
analysis of past events, contingency planning, and preventative care” (Luthans et al., 2007, p.
97). Those with high PsyCap optimism may learn from challenges—not be taken down by it—
and understand how to identify and process similar instances in the future (Luthans et al., 2007)
An individual with high PsyCap optimism, according to (Luthans et al., 2007), does not
always externalize obstacles. By engaging in flexible optimism, an individual with high PsyCap
optimism should be able to analyze a situation and recognize which “causes could have been
personal, permanent, or pervasive and which can be safely externalized or less emphasized as
temporary or situation specific” (Luthans et al., 2007, p. 95). This self-awareness allows an
individual to prepare for future adversity. The preventative care that an individual with high
PsyCap optimism is able to use for adversities may be related to how well they can make
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meaning out of the adversity. Understanding the meaning and external influences of adversity
may cause more positive events an individual’s life (Luthans et al., 2007, p. 105).
Resiliency
Luthans (2002) defined resiliency in context of positive organizational behaviors as “the
capacity to rebound or bounce back from adversity, conflict, failure, or even positive events,
progress, and increased responsibility” (p. 702). This definition was later used in psychological
capital literature (Luthans et al., 2007). Luthans et al. (2007) indicated that underlying values and
beliefs of an individual aid PsyCap optimism. The authors explained, “values and beliefs help
individuals in elevating themselves over difficult and overwhelming present events, linking them
to a more pleasant future in which they can look forward” (Luthans et al., 2007, p. 119). This is
because resiliency is also reactive. After adversity, resiliency “could actually serve to restore
confidence, hope, and optimism after a challenging experience, which suggests that resiliency is
an antecedent to other positive outcomes of psychological capital” (Luthans et al., 2006).
Leader development resiliency is the “unique addition of how a leader reacts to rather
than anticipating developmental events” (Pitichat et al., 2018, p. 49). Pitichat et al. (2018) noted
that an individual high in leader development resiliency will response to both positive and
negative events. Reaction to positive events may be the willingness to accept increased
expectations and responsibility. Reacting favorably to negative events may be the ability to
navigate conflict, setbacks, or failures of leader development (Pitichat et al., 2018).
Literature Review Conclusion
Drawing from the basic presuppositions of broaden and build theory which indicate that
“positive emotions appear to broaden peoples’ momentary thought–action repertoires and build
their enduring personal resources” (Fredrickson, 2004, p. 1369), this study hypothesized that
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factors such as affect or mood factor, the way one processes their identity, seeks out challenging
tasks for learning, and positive psychological states toward leader development are related to the
positive or negative expression of transformative experiences. The literature review provided
insight into how each concept may relate to transformative experiences or leader identity change.
Crucibles, also referenced as transformative experiences, are moments of adversity which
transforms how an individual perceives their identity as a leader. Just because there is a change
in leader identity, that does not mean the transformative experience is viewed positively.
Depending on how an individual relates to affect, identity processing styles, learning goal
orientation, or leader development PsyCap, an individual may positively or negatively express
transformative experiences through narrative.
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CHAPTER 3: METHODOLOGY
The purpose of this quantitative study was to identify factors that influence the way
people describe transformative experiences that lead to perceived leader identity change. This
section describes the approach, rationale, population, sampling procedure, instrumentation, study
design, data collection, data analysis, and delimitations in the present study.
Approach and Rationale
This researcher assumed a postpositivist worldview. Postpositivist researchers begin with
a “theory, collects data that either supports or refutes the theory, and then makes necessary
revisions and conduct additional tests” (Creswell, 2014, p. 7). Theories are used to test, verify,
and refine how we understand the world and human behavior. While researchers cannot be
“positive about our claims of knowledge when studying human behavior” (Creswell, 2014, p. 7)
this worldview can help postpositivist researchers reduce ideas about hypotheses and research
questions.
Broaden-and-build theory served as the theoretical foundation for the research. Research
supports that temporary expressions of positive emotions and affect can broaden an individual’s
thinking and build more consistent positive emotions and affect into an individual’s everyday
perspective (Fredrickson, 2004). The aim of this study was to support this theory through
research on transformative experiences and leader identity change.
The rationale for using quantitative research with a postpositivist approach was to
quantitatively measure factors that may influence the way people describe transformative
experiences that lead to perceived leader identity change. The combination of these
measurements was intended to contribute to leader identity research. Analysis of the quantitative
data created two multiple regression models to better understand transformative experiences

42
which have been represented by positively expressed narratives and the other negatively
expressed narratives.
Participants
Participants were recruited through Amazon Mechanical Turk (MTurk), a crowdsourcing
service. Utilizing MTurk workers may garner more representative and diverse samples (Berinsky
et al., 2012; Buhrmester et al., 2011) than in-person organizational convenience sampling.
Following Brachle’s (2020) dissertation methods, research participants were recruited through
the MTurk system to be compensated for successful survey completion. Participants were given
either $2.00 or $3.00 for successful completion of the survey. Compensation was initially $2.00
but increased to $3.00 after one week to recruit the remaining participants needed. All
researcher-participant communication was conducted via MTurk. Once the participant accepted
the task, they were redirected to the IRB consent form (see Appendix A) and survey developed
using Qualtrics, an online survey research program. All survey results were recorded in the cloud
for analysis. Any identifiable information was removed for analysis. With each completed
survey, the participant received a random five-digit code generated in Qualtrics. Participants
were instructed to return to the MTurk system and enter this random code into the task page to
receive payment.
As Brachle (2020) noted, MTurk recruitment may result in “participant attitude and
motivation to be a problem as some participants may just quickly click through the survey to
retain the code and secure payment jeopardizing the validity of the data” (p. 71). However, direct
screening methods may be used to identify such issues. DeSimone et al. (2015) recommended
direct screening methods such as self-report indices, instructed items, and bogus items. These
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methods are intended to screen for respondents’ awareness and attentiveness. Within the survey,
all three of these strategies were applied.
Soper’s (2010) power analysis calculator was used to identify a minimum total sample of
84 participants for an effect size of f2=0.15. This effect size is based on Cohen’s f2 effect size for
an F-test (Cohen, 1988; Soper, 2010). Reporting effect size of .015 is considered a medium
effect size. This provides researchers the confidence that results may be representative of the
population studied (Cohen, 1988). To prepare for any incompletions or unusable data, research
recruitment aimed for 100 completed participants. Responses in Qualtrics totaled 144 with 50
being incomplete. Incomplete responses were not included in data analysis. To ensure that
participants did not click through the survey too quickly, the data were inspected to ensure that
participants passed the direct screening methods or spent a minimum of five minutes on the
survey. The average completed response time (removing one outlier that had their survey opened
for 45 hours) was 19 minutes. It was determined that any completed survey under five minutes
would be deemed unusable to ensure the participants were paying attention and not clicking
random answers to complete the survey quickly. All 94 completed surveys met the five-minute
minimum completion. Data were further inspected to ensure that participants were motivated and
paying attention by being asked to click on pictures of different fruits in between each
assessment. Of the 94 completed surveys, one participant’s response was deemed unusable
because the written reflection questions had random letters entered instead of authentic and
thoughtful responses. Using these screening methods, the 94 responses were reduced to 93. To
additionally screen for the quality of responses, an outlier analysis was conducted. This analysis
is explained at the end of this chapter.
Characteristics of Participants
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All participants who responded were located in the United States at the time of the data
collection. Each self-reported that they were of the age of majority in their respective states (19
years of age or older if a resident in the states of Nebraska and Alabama, 21 years of age or older
if a resident in the state of Mississippi, and 18 years or older if a resident of all other states).
Participant age ranged from 23 – 68. The average age was 40. Participants were predominantly
White and not Hispanic or Latino. Gender identity was relatively balanced with less than an 8%
difference between female and male participants. Participant demographics are reported in Table
3.1.
Table 3.1
Demographic Characteristics of Participants (N=93)
Characteristic
Racial Identity
American Indian or Alaskan Native
Asian
Black or African-American
Native Hawaiian or other Pacific islander
White
Another race not listed (please specify)
Two Racial Identities Selecteda
Prefer not to answer
Ethnic Identity
Hispanic or Latino
Not Hispanic or Latino
Prefer not to answer
Gender Identity
Female
Male
Non-Binary
Prefer to self-describe (please describe)
Prefer not to answer
a

Two individuals identified as two races.

N

%

0
6
14
0
70
0
2
1

0.00
6.45
15.05
0.00
75.27
0.00
2.15
1.08

5
86
2

5.38
92.47
2.15

42
49
0
0
2

45.16
52.69
0.0
0.0
2.15
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Instrumentation
Implicit Leadership Theories and Transformative Experiences
For participants to discuss transformative experiences, they were first asked to describe
experiences that have led to perceived leader identity change through drawing their leadership
journey. Drawings provide useful insight into how people think about leadership and selftheories (Schyns & Schilling, 2011). Visual aids such as drawings are useful because people’s
thoughts about leadership are, at least partially, implicit (Schyns et al., 2020) and may be
difficult to cognitively assess. Martin's (2017) dissertation research on crucible moments of high
school principals resulted in multiple experiences being shared in which research participants
believed they had gone through a transformative experience. However, Martin (2017) identified
these experiences not as transformative but rather experiences which reinforced the participant’s
previous perspectives of leadership. By first asking participants to draw their leadership journey,
they may more accurately identify transformative experiences that are a part of our implicit
knowledge.
Drawings and visual aids have been used in multiple studies to discover implicit views of
leadership and nonverbal thoughts. Specifically, Barner (2008) found that individuals are more
willing and able to show emotional expression through visual metaphors such as drawings.
While drawings are able to reveal more about an individual’s implicit leadership theories
(Schyns & Schilling, 2011), researchers should not be left to interpret those drawings (Crilly et
al., 2006; Schyns & Schilling, 2011). Rather, participants should verbally interpret the meaning
of their drawings (Crilly et al., 2006). In the present study, participants first drew their leadership
journey and were then asked to identify and describe up to three transformative experiences that
led to perceived leader identity change (why have their leadership journeys developed and

46
changed over time). Figure 3.1 shows two example drawings from research participants.
Previous research on reflection of important events (McCabe et al., 1991; Thorne et al., 2004)
has set a precedent for asking participants to recall three events. This allowed for the research to
include multiple narratives from the same individual that may have taken place over different
developmental periods or have influenced the participant’s leader identity in different ways. If
individuals were asked to provide only one transformative experience, individuals may feel the
need to merge transformative experiences as a way explain how their current leader identity was
developed. For each transformative experience identified, participants were asked four questions:
1. Please describe a transformational moment. In your description, please provide a detailed
accounting about the event (e.g., Who was involved? What were the circumstances of the
event? What happened during the event?).
2. Thinking back to the time of the event, how did that event make you feel as a leader
immediately during the event?
3. How did that event make you feel as a leader today?
4. Describe how you changed as a leader because of the event?
Written answers were coded into positive or negative experiences to create a quantitative content
analysis of the transformative experiences. This content analysis was used as a component of the
correlational and multiple regression analysis.
Figure 3.1
Leadership Journey Drawing Examples
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A

B

Note. Panel A depicts participant 1’s leadership journey graph. Panel B depicts participant 54’s
leadership journey graph.
The coding procedure was adapted from Danner et al.'s (2001) research of positive and
negative emotions in Catholic nun autobiographies and Headrick et al.’s (2019) research on peer
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evaluations in a leadership classroom. Coders identified all sentences or phrases of the
qualitative survey responses for one of the potentially three transformative experiences
identified. If the participant provided more than one transformative experience, the coded event
was randomly selected. Not all participants may have experienced or chosen to share up to three
transformative experiences which is why only one was coded to ensure each participant had the
same amount of coding scores. For participants who did have multiple transformative
experiences to share, allowing them to share up to three transformative experiences provided the
opportunity for them to separate out those events instead of potentially merging them into one
story if only one transformative experience were to be collected.
Coding was based on the definitions of positive and negative affect consistent with affect
literature. Specifically, coders were provided the following information to code responses:
Positive Affect (PA) reflects the extent to which a person feels enthusiastic, active,
and alert. High PA is a state of high energy, full concentration, and pleasurable
engagement, whereas low PA is characterized by sadness and lethargy. In contrast,
Negative Affect (NA) is a general dimension of subjective distress and
unpleasurable engagement that subsumes a variety of aversive mood states,
including anger, contempt, disgust, guilt, fear, and nervousness, with low NA
being a state of calmness and serenity. (Watson et al., 1988, p. 1063)
Coders were instructed to read each sentence and code the sentence or phrases for possible
emotions that provided insight into how the participant’s leader identity has changed
because of the transformative experience.
Based on the previously provided affect definitions, coders read each sentence and
coded the sentence as demonstrating an emotional reaction displaying positive affect,
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negative affect, both, or neither. Coders were asked to identify the specific word, phrase,
segment, or sentence leading to those codes. After each transformative experience was
coded, an overall positive affect and negative affect score was determined for each of the
four questions. If a participant provided a multiple sentence response with one sentence
coded as positive affect and another sentence coded as negative affect, the overall code for
the question’s answer was “both.” When entering the data into SPSS for analysis, a
participant had a possible four points total, one for each question. Positive affect of
narratives score was calculated by adding the “positive affect” and “both” overall coded
questions. Negative affect of narratives score was calculated by adding the “negative
affect” and “both” overall coded questions. Any questions that were coded as “neither”
did not count toward a score for data analysis.
Intercoder reliability was used to verify the positive and negative affect scores of
the narratives. Additional coders, external to the protocol creation process, were recruited
to help code. The coders started with a sample pool of 10 participant responses to verify
intercoder agreement. Based on recommendations from Lacy et al. (2015), rater agreement
was determined using a simple percentage agreement among raters. For coder
disagreement, if the majority of coders agreed, that code served as the final code. If there
was not majority agreeance and could not be resolved, a final code would have been
randomly drawn (Lacy et al., 2015). Coder agreement was 91%. Any disagreements were
discussed and resolved between coders. After coder agreement was established, the
external coders were given 15 additional participants’ responses to code. The researcher
coded the remaining responses. In total, 83 responses were coded by a single coder.
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To avoid any confusion of a positive or negative affect score of the transformative
experience and a general PANAS score explained in detail in the next section used as an
independent variable, the affect scores of transformative experiences will be referenced as
“positively expressed narratives of transformative experience” or “negatively expressed
narratives of transformative experience.”
Positive Affect and Negative Affect
In order to understand the general affective mood of the participants the Positive Affect
and Negative Affect Schedule was administered. Watson et al. (1988) developed a 10-item NA
and 10-item PA scale that is short, easy to administer. The authors explained the concern of
creating such a scale was not only to identify accurate measures of NA and PA but also to ensure
items were strongly negatively correlated to one another (a measure of NA had to be near-zero
loading for PA) (Watson et al., 1988). In a study of six populations, Watson et al. (1988) found
“acceptably high” internal consistency reliabilities (p. 1065). Intercorrelations between the
positive affect and negative affect scales ranged from -.12 to -.23, sharing approximately one to
five percent of variance which accounted for discriminant validity according to Watson et al.
(1988).
While the Positive Affect and Negative Affect Schedule (PANAS) resolved prior affect
scales (Watson et al., 1988), Watson and Clark (1999) worked to expand the scale to measure
specific emotional states. The researchers’ “PANAS-X measures 11 specific affects: Fear,
Sadness, Guilt, Hostility, Shyness, Fatigue, Surprise, Joviality, Self-Assurance, Attentiveness,
and Serenity. The PANAS-X thus provides for mood measurement at two different levels”
(Watson & Clark, 1999, p. 1). Tests through three different scales across 11 samples
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demonstrated median internal consistency values using Cronbach’s alpha of .78, .76, and .77,
respectively for these specific emotional states (Watson & Clark, 1999).
One limitation Watson and Clark (1999) identified was the English language did not have
suitable language to include more markers. Thompson (2007) noted the original PANAS also
had limitations. Specifically, Thompson (2007) argued the original PANAS had two drawbacks
to cross-cultural settings: “First, its emic development in the United States means that it contains
some words that either are colloquial to North America or are ambiguous in ‘international’
English;” second, “the PANAS is still quite long for studies involving numerous other variables
or for use with time-constrained populations” (p. 228). Past short-forms are undesirable for
various reasons such as internal consistency (Thompson, 2007; Watson et al., 1988) and rhetoric
choices (Thompson, 2007). Thompson’s PANAS short-form overcomes this and issue and could
be used for cross-cultural English studies.
Participants completed Thompson's (2007) short-form International Positive Affect and
Negative Affect Schedule (I-PANAS-SF) which resolves two concerns of Watson et al.'s (1988)
PANAS which Thompson identified as emic and too long compared to similar scales.
Thompson's (2007) I-PANAS-SF indicated adequate reliability, where the measured Cronbach’s
alphas for the positive affect scale was .78 and the negative affect scale was .76. The correlation
between the two subscales was r = –.29, p < .01. See Appendix B for a copy of I-PANAS-SF
items.
Hypothesis 1a: Positive affect will positively correlate to positively expressed narratives
of transformative experiences.
Hypothesis 1b: Negative affect will positively correlate to negatively expressed narratives
of transformative experiences.
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Identity Processing Style
The Identity Style Inventory (ISI-5: Berzonsky et al., 2013) is a Likert scale that assesses
how an individual exhibits the three identity processing styles identified by Berzonsky:
informational, normative, and diffuse-avoidant. Berzonsky et al. (2013) updated the inventory to
operationalize identity processing style theory. Through its fifth version, researchers were better
able to understand identity processing styles in a more neutral and developmental perspective
than previous versions. Internal reliability was measured by using Cronbach’s alpha for each
style, Informational .86; Normative .82; Diffuse-Avoidant .87; and Commitment .85 (Berzonsky
et al., 2013). “Discriminant validity was determined by the relatively low correlations between
the scores on each ISI-5 scales and the other two ISI-3 style scales” (Berzonsky et al., 2013, p.
900-901). The ISI-5 was unique enough to be a progression of the previous scale versions.
Researchers have connected identity processing styles to adaptive and maladaptive
reflection (Berzonsky & Luyckx, 2008). Based on this previous work, it is expected that identity
processing styles are related to narratives of transformative experiences. Specifically, the present
study measured the degree to which identity processing styles is related to the way (positively or
negatively) an individual narratively expresses their transformative experiences. Contact
Berzonsky et al. (2013) for assessment questions and measurement.
As previously mentioned, this study focuses on the relationships between transformative
experiences with informational and diffuse-avoidant processing styles. Normative processing
style was not included in the study because the processing style was most related to social
expectations and conforms based on those expectations (e.g., Lutwak et al., 1998; Nurmi et al.,
1997). While it is recognized that leadership is a part of social process (DeRue et al., 2009),
broaden-and-build theory does not provide a clear foundation for identifying relationships
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between normative social expectations and the positive or negative affect expressed in narratives
of leader identity development. Thus, , normative processing style was chosen to be exlcluded
from the hypotheses.
Hypothesis 2a: Informational processing style will positively correlate to positively
expressed narratives of transformative experiences.
Hypothesis 2b: Diffuse-avoidant processing style will negatively correlate to positively
expressed narratives of transformative experiences.
Hypothesis 2c: Informational processing style will negatively correlate to negatively
expressed narratives of transformative experiences.
Hypothesis 2d: Diffuse-avoidant processing style will positively correlate to negatively
expressed narratives of transformative experiences.
Learning Goal Orientation
Participants responded to the learning goal orientation subscale of the Goal Orientation
Scale created by Button et al. (1996). The eight-question Likert scale assesses an individual’s
desire or motivation to engage in challenging or new skills. Button et al.’s (1996) subscale
exhibited a high internal reliability ( = .85). Learning goal orientation has previously been used
to predict trajectories in leader development and identity (Kwok et al., 2020). This research
utilized learning goal orientation to further study leader identity through transformative
experiences. See Appendix C for a copy of the learning goal subscale items.
Hypothesis 3a: Learning goal orientation will positively correlate to positively expressed
narratives of transformative experiences.
Hypothesis 3b: Learning goal orientation will negatively correlate to negatively
expressed narratives of transformative experiences.
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Leader Development Psychological Capital
Pitichat et al. (2018) adapted Luthans et al.'s (2007) 24-item Psychological Capital
Questionnaire to fit within a leader development context. The adapted Leader Development
Psychological Capital Questionnaire (LD PCQ) used 25 LD PsyCap items: LD efficacy (9
items), LD hope (8 items), LD resiliency (5 items), and LD optimism (3 items), and responses
are provided using a 6-point Likert-scale ranging from one to six (Pitichat et al., 2018). An
example item from the LD PsyCap Questionnaire “At this time, I am meeting the leader
development goals that I have set for myself” (Pitichat et al., 2018, p. 54). The overall Leader
Development Psychological Capital Questionnaire demonstrated a strong reliability (α = .94)
(Pitichat et al., 2018).
Leader development psychological capital is still relatively new to leadership scholarship.
The present literature review found no research on the LD PCQ being connected to
transformative experiences. However, building on Pitichat et al.’s (2018) work, the present study
advanced the use of LD PsyCap in leader development and leader identity through studying
transformative experiences. Contact Pitichat et al. (2018)for assessment questions and
measurement.
Hypothesis 4a: Leader development psychological capital will positively correlate to
positively expressed narratives of transformative experiences.
Hypothesis 4b: Leader development psychological capital will negatively correlate to
negatively expressed narratives of transformative experiences.
Data Analysis Plan
The study used a quantitative design to examine the factors that influence the way people
describe transformative experiences that lead to perceived leader identity change. First,
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Cronbach’s alpha was measured to determine the internal consistency, or reliability, of each
scale used in the study. Next, intercoder reliability determined the reliability of affect scores of
the expressed transformative experiences that was determined through the content analysis of
narratives. Because the purpose of this quantitative study was to identify factors that influence
the way people describe transformative experiences that lead to perceived leader identity change,
correlational analysis was performed to determine these relationships. When testing each
hypothesis, significance was determined by a p-value of < 0.05. Constructs that did significantly
correlate to positive and negative affect scores were included in exploratory multiple regression
analysis.
Additional exploratory multiple regression analysis was used to identify the variables’
strengths as predictors of either positively or negatively expressed transformative experiences.
Given that analyzing the strength of relationships between the independent and dependent
variables is the purpose of this study and is thus currently unknown, an exploratory multiple
regression to determine relative strength of predictors appears appropriate. Additionally, all
assumptions for multiple regression were tested to determine if running a regression model was
appropriate for the collected data. The multiple regressions were conducted as an exploratory
analysis, to determine which construct is most important in predicting the outcome. Thus, there
were two regression models created. The first model used positively expressed narratives of
transformative experience scores as the dependent variable and the second model used negatively
expressed narratives of transformative experience scores as the dependent variable. Figure 3.2
shows the variables, type of analysis, and purpose for each test in the data analysis plan.
Figure 3.2
Data Analysis Plan
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Step 1
Purpose: Determine reliability of each scale individually.
Type of Analysis: Cronbach alpha
Variables Used:
Positive Affect (PA)
Negative Affect (NA)
Learning Goal Orientation (LGO)
Leadership Development PsyCap (LDPC)
Information Processing Style (IPS)
Diffuse Avoidant Processing Style (DAPS)

Step 2
Purpose: Determine the reliability of affect scores from the content analysis narratives.
Type of Analysis: Interrater reliability
Variables Used:
Positive affect of the narratives (PAN) Negative affect of the narratives (NAN)

Step 3(a)
Purpose: Test hypotheses related to
the PAN
Type of Analysis: Correlation
Variables Used:
PA & PAN (Test hypothesis 1a)
IPS & PAN (Test hypothesis 2a)
DAPS & PAN (Test hypothesis 2b)
LGO & PAN (Test hypothesis 3a)
LPC & PAN (Test hypothesis 4a)

Step 3(b)
Purpose: Test hypotheses related to
the NAN
Type of Analysis: Correlation
Variables Used:
NA & NAN (Test hypothesis 1b)
IPS & NAN (Test hypothesis 2c)
DAPS & NAN (Test hypothesis 2d)
LGO & NAN (Test hypothesis 3b)
LPC & NAN (Test hypothesis 4b)

Step 4(a)
Purpose: Test multiple regression
related to PAN
Type of Analysis: Regression
Process*
 Enter PA, LGO, LPC, IPS,
DAPS to determine
incremental variance
predicted by the constructs

Step 4(b)
Purpose: Test multiple regression
related to NAN
Type of Analysis: Regression
Process*
 Enter NA, LGO, LPC, IPS,
DAPS to determine
incremental variance
predicted by the constructs

Note. Variable Descriptions:


PAN – Positive affect as measured by content analysis of the narratives.
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NAN – Negative affect as measured by the content analysis of the narratives.
PA –Positive affect as measured by the short-form International Positive Affect and
Negative Affect Schedule.
NA – Negative affect as measured by the short-form International Positive Affect and
Negative Affect Schedule.
LGO – Learning goal-orientation as measure by Achievement Goal-QuestionnaireRevised.
LPC – Leadership development PsyCap as measured by the Leader Development
Psychological Capital Questionnaire.
IPS – Information processing style as measured by Identity Style Inventory version five.
DAPS – Diffuse avoidant processing style as measured by Identity Style Inventory
version five.

*Variables were added only if there was a significant correlation result in steps 3a or 3b.
Data were entered and analyzed in SPSS and a code book was created for coding. Any
variable that was determined to have high levels of consistency (step 1) or be significant (step 3)
were used in following step of the data analysis plan. Steps three and four of the data analysis
plan were intended to investigate the degree of relationship between the variables listed in this
section.
Beyond the direct screening methods to ensure the authenticity of data, an outlier analysis
was also performed. Specifically, a casewise diagnostic test was done to identify standardized
residuals that were greater than ± 3 standard deviations. No participants were identified as
outside of this standard deviation parameter. As a result, it was determined that no further
examination of outliers was needed. The 93 completed and usable responses discussed
previously in this chapter were retained.
Delimitations
Delimitations are boundaries or anticipated constraints under the researcher’s control that
narrow the scope of the study (Baron, 2008). There were a few delimitations including but not
limited to the ability to accurately recall and reflect on past events, generalizability of sample
demographics, and the methodologies chosen to answer the research question and hypotheses.
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First, to understand transformative experiences, participants had to recall, reflect, and make
meaning of those moments. Some participants may have not had the opportunity to critically
reflect on transformative experiences (Byrne et al. 2018) that have impacted the way they
identify as a leader. Only remembering or recalling an event is not the same as reflecting on its
impact (Thorne et al., 2004). By having participants draw their leadership journey, the study
encouraged them to not only recall but also reflect on how it relates to and impacts the way they
view themselves as leaders.
A second delimitation of the present is study is the use of multiple coders of the
transformative experience narratives. With the inclusion of multiple coders, there was potential
for inconsistent coding making the content analysis unreliable. However, the initial strong rater
agreement (91%) with the first 10 narratives suggests the coders provided similar codes. The
nine percent of disagreement was discussed to understand the multiple perspectives and reach a
consensus. This was done to further delimit any potential risk for rater disagreement in the
remaining 83 responses analyzed.
Another delimitation of the study is that the research explored the affect associated with
reflections of transformative experiences, and not the content of the reflections specifically.
Although broaden and build theory would suggest that positive reflections of past events may
help promote continued growth and development, it's not completely clear that that is the case. In
relation to broaden and build theory, it is not entirely clear what is the importance of negative
expression of emotions in identity development. There could be elements of catharsis that could
make the expression of negative affect important in the reflection process. Perhaps there is a
balance between positive and negative affect in reflections that would create an important
formula for facilitating leader identity development. Although these questions are both
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interesting and important, the goal of the current research is to provide a foundation for exploring
these ideas more thoroughly in the future.
Another delimitation is the generalizability of the sample demographics. Previous
research on leader identity narratives has focused on specific population groups such as
leadership educators or youth (e.g., Murphy & Johnson, 2011; Priest & Seemiller, 2018;
Seemiller & Priest, 2015). The present study aimed to learn about a general adult population.
MTurk was used to recruit participants to create a more representative and diverse sample
(Berinsky et al., 2012; Buhrmester et al., 2011) While location was not disclosed, MTurk survey
settings were open to individuals in the United States. While still taking caution about
generalizing the findings, the study was able to expand leader identity narrative research.
An additional delimitation addressed by the researcher was the methodologies chosen to
answer the research question and hypotheses. The purpose of this quantitative study was to
identify factors that influence the way people describe transformative experiences that lead to
perceived leader identity change. Because the hypotheses were centered around the relationship
between the expression of transformative experiences and variables previously discussed, the
researcher determined the best methodology to be used was correlational analysis. The
methodology did not warrant a more advanced structural model. However, to further analyze the
degree of relationship and which variable may be the strongest predictor for either positively or
negatively expressed transformative experiences, multiple regressions were analyzed as
exploratory research to build on the answer to the initial research question: what are the factors
that influence the way people describe transformative experiences that lead to perceived leader
identity change? To explore the research question further, an alternative methodology would be
needed.
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A final delimitation associated with the research method is causation. Conducting a
correlation and regression analysis at one point in time does not allow for determining the
direction of the relationship. For example, if a relationship between LD PsyCap and positively
expressed narratives of transformative experiences exists, the current methodology does not
permit the conclusion that LD PsyCap causes individuals to positively express their narrative of
transformative experiences. However, correlational and regression analysis as a first step in
exploring factors that influence the way people describe transformative experiences seems
appropriate. Additional research utilizing multiple time intervals for data collection may better
answer questions of causation. Furthermore, the analysis also does not permit the elimination of
all potential confounding variables, in that other variables may influence the way people describe
their transformative experiences.
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CHAPTER 4: RESULTS
The purpose of this quantitative study was to identify factors that influence the way
people describe transformative experiences that lead to perceived leader identity change. This
section presents the results and discusses support for the hypotheses. First, Cronbach’s alpha was
measured to determine the internal consistency, or reliability, of each scale used in the study.
Next, interrater reliability was measured to determine the reliability of the affect scores from the
content analysis of narratives. Then, each individual hypothesis was tested using correlations to
measure if the variables were viable potential predictors of the outcome variables. Lastly, as
exploratory research to determine which constructs from the previous analyses accounted for the
most variance in the outcome variables, positive affect and negative affect of narratives, two
multiple regression models were analyzed. Only constructs that were significantly correlated
with the outcome variables in the correlation analyses were regressed on the positive affect and
negative affect of narratives.
Measures of Reliability
Prior to measuring reliability of scales used, an outlier analysis was performed to inspect
for unusable data or outliers. As mentioned in the previous section, the 93 completed and usable
responses were retained. Each scale’s reliability, or internal consistency, was measured.
Cronbach’s alpha (𝛼) was employed to determine the reliability. Tests of internal consistencies
are used to measure how related scales items are to one another (Cronbach, 1951). A construct is
considered to have high internal consistency if it has a Cronbach’s alpha (𝛼) of 0.7 or higher
(Cronbach, 1951; Kline, 2011). Table 4.1 shows the reliability for each construct measured.
These results are explained in this section.
Table 4.1
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Reliabilities of Quantitative Assessment Measurements
Factor Names

Number of Items

Positive Affect
Negative Affect
Informational Processing Style
Diffuse-Avoidant Processing Style
Learning Goal Orientation
Leader Development Psychological Capital

5
5
9
9
8
25

Reliability (𝛼)
.777
.845
.804
.868
.912
.981

Positive Affect and Negative Affect Schedule
Of the measured positive affect scale (𝛼 = .777) and negative affect scale (𝛼 = .845),
both were found to have a high level of internal consistency. Hypotheses 1a and 1b explored the
relationship between affect and transformative experience.
Identity Processing Style
Hypotheses 2a-2d were tested by the Identity Style Inventory which measures three
identity processing styles: informational, normative, and diffuse-avoidant. Hypotheses 2a-2d
identify only two of the identity processing styles: informational and diffuse-avoidant. Both
scales were measured for internal consistency. Informational processing style (𝛼 = .804) and
diffuse-avoidant processing style (𝛼 = .868) were found to have a high level of internal
consistency.
Learning Goal Orientation
The measured learning goal orientation subscale from Button et al.’s (1996) Goal
Orientation Scale, was found to have a high level of internal consistency (𝛼 = .912).
Hypotheses 3a and 3b explored the relationship between learning goal orientation and
transformative experience.
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Leader Development Psychological Capital
The final internal consistency measured by Cronbach’s alpha was leader development
psychological capital. The construct was found to have a high level of internal consistency (𝛼 =
.981). Hypotheses 4a and 4b explored the relationship between leader development PsyCap and
transformative experience.
Measure of Interrater Reliability
As outlined in the methodology section, the qualitative data analysis collected through
the transformative moment’s reflection was coded to create a quantitative content analysis. The
response pool (N=93) was coded by four coders: the researcher and three leadership major
graduate students. To establish consistency between codes, all coders received the same
instructions on how to code for affect. Additionally, all coders first analyzed and coded the same
ten responses to check for consistency. Based on recommendations from Lacy et al. (2015), rater
agreement was determined using a simple percentage agreement among raters. The initial
interrater reliability was 91%. Any disagreements were discussed and resolved to create 100%
interrater reliability. After this consistency was established, the three recruited coders analyzed
and coded 15 additional responses. The researcher coded the remaining 48 responses. After
coding was completed, each response was scored following the analysis procedure discussed in
chapter three.
After each transformative experience was coded, an overall positive affect and negative
affect score was determined for each of the four questions. If a participant provided a multiple
sentence response with one sentence coded as positive affect and another sentence coded as
negative affect, the overall code for the question’s answer was “both.” When entering the data
into SPSS for analysis, a participant had a possible four points total, one for each question.
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Positive affect of narratives score was calculated by adding the “positive affect” and “both”
overall coded questions. Negative affect of narratives score was calculated by adding the
“negative affect” and “both” overall coded questions. Any questions that were coded as “neither”
did not count toward a score for data analysis. These scores were used when measuring
relationships between the constructs identified in the hypotheses.
Correlation Matrix and Hypotheses Testing
As all measured scales were determined to have sufficient internal reliability, each were
used in step three, correlational analysis. Following the data analysis plan, step three was
separated into two parts: positively expressed narratives of transformative experiences and
negatively expressed narratives of transformative experiences. Hypotheses 1a, 2a, 2b, 3a, and 4a
examined the relation between the different constructs previously mentioned and positively
expressed narratives of transformative experiences. Alternately, hypotheses 1b, 2c, 2d, 3b, and
4b examined the relation between the different constructs previously mentioned and negatively
expressed narratives of transformative experiences.
Two separate correlation matrices of the appropriate variables used in steps 3a and 3b of
this study are provided in Tables 4.2 and 4.3.
Table 4.2
Correlation Matrix of Variable Scales Related to Positively Expressed Narratives of
Transformative Experiences
Variable
1. Positively
Expressed
Narratives of
Transformative
Experiences
2. Positive Affect

Mean

3.290

17.645

SD

1

.973

3.670

.239*

2

3

4

5
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3. Informational
Processing Style
4. Diffuse-Avoidant
Processing Style
5. Learning Goal
Orientation
6. Leader
Development
Psychological
Capital

35.731

5.525

.160

19.409

7.593

-.093

-.254*

-.319**

44.419

8.408

.385**

.440**

.467**

-.366**

27.580

.296**

.531**

.295**

-.387**

111.0

.303**

.652**

Note. Bolded correlations indicate correlations used to test hypotheses 1a, 2a, 2b, 3a, and 4a.
* Significant at the p < 0.05 level, ** Significant at the p < 0.01 level
Table 4.3
Correlation Matrix of Variable Scales Related to Negatively Expressed Narratives of
Transformative Experiences

1.

2.
3.

4.

5.
6.

Variable
Mean
SD
1
Negatively
Expressed
Narratives of
1.223 1.199
Transformative
Experiences
Negative Affect 8.710 3.123
.195
Informational
Processing
35.731 5.525
-.156
Style
DiffuseAvoidant
19.409 7.593
.190
Processing
Style
Learning Goal
44.419 8.408 -.337**
Orientation
Leader
Development
111.0 27.580 -.380**
Psychological
Capital

2

3

4

5

-.146

.410**

-.319**

-.266**

.467**

-.387**

-.336**

.295**

-.366**

.652**
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Note. Bolded correlations indicate correlations used to test hypotheses 1b, 2c, 2d, 3b, and 4b.
* Significant at the p < 0.05 level, ** Significant at the p < 0.01 level
Prior to running the Pearson’s correlation analyses, five assumptions were tested. First,
all scales measured were treated as continuous. Meaning, although the data were collected using
Likert scales, the underlying scales were used in the data analysis as though the data measured
along a continuum. Next, all variables were paired. This means that each respondent included in
the data completed all measures and provided a minimum of one transformative experience. Any
individual who did not meet this requirement was not included in the data analysis. The third
assumption was ensuring a linear relationship between the two variables measured in each
hypothesis. This was tested through creating scatter plots. Next, it was determined there were no
outliers. As discussed previously, a casewise diagnostic test revealed no outliers needing to be
removed from the data set. The final assumption tested for normality. Using Shapiro-Wilk’s test,
all variables were determined to be normally distributed. This test indicates that a significant
value greater than .05 (p > .05) violates the assumption of normality.
Testing Hypotheses 1a and 1b
Hypotheses 1a and 1b measure the relationship between affect and the narratives of
transformative experiences. Both hypothesis tests used PANAS and content analysis sum scores,
which created an ordinal approximation of a continuous variable. The scales were treated as
continuous and a correlation was used to test the hypotheses. Hypothesis 1a was tested first.
Positive affect (M = 17.645, SD = 3.670) and positively expressed narratives of transformative
experiences (M = 3.290, SD = .973), were significantly positively correlated, r(91) = .239, p
=.021. This indicates that the higher an individual’s positive affect mood, the more likely the
expression of positive narrative of transformative experiences will be present. This result fully
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supports the research hypothesis that positive affect will positively correlate to positively
expressed narratives of transformative experiences. Because the correlation was significant,
positive affect was used as an independent variable in the multiple regression model of positively
expressed narratives of transformative experiences.
Next, hypothesis 1b was tested. Negative affect (M = 8.710, SD = 3.123) and negatively
expressed narratives of transformative experiences (M = 1.223, SD = 1.199) were not
significantly correlated, r(91) = .195, p <.061. This result does not support the research
hypothesis that negative affect will positively correlate to negatively expressed narratives of
transformative experiences. Because the correlation was not significant, negative affect was not
used as an independent variable in the multiple regression model of negatively expressed
narratives of transformative experiences.
Testing Hypotheses 2a, 2b, 2c, and 2d
Hypotheses 2a, 2b, 2c, and 2d measure the relationship between identity processing styles
(specifically informational and diffuse-avoidant) and the narratives of transformative
experiences. The hypothesis tests used ISI and content analysis sum scores to create an ordinal
approximation of a continuous variable. The scale was treated as continuous and a correlation
was used to test the hypotheses. Hypothesis 2a was tested first. Informational processing style (M
= 35.731, SD = 5.525) and positively expressed narratives of transformative experiences (M =
3.290, SD = .973) were not significantly correlated, r(91) = .160, p =.125. This result does not
support the research hypothesis that informational processing style will positively correlate to
positively expressed narratives of transformative experiences. Because the correlation was not
significant, informational processing style was not used as an independent variable in the
multiple regression model of positively expressed narratives of transformative experiences.
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Next, hypothesis 2b was tested. Diffuse-avoidant processing style (M = 19.409, SD =
7.593) and positively expressed narratives of transformative experiences (M = 3.290, SD = .973)
were not significantly correlated, r(91) = -.093, p =.377. This result does not support the research
hypothesis that diffuse-avoidant processing style will negatively correlate to positively expressed
narratives of transformative experiences. Because the correlation was not significant, diffuseavoidant processing style was not used as an independent variable in the multiple regression
model of positively expressed narratives of transformative experiences.
The next two hypotheses focus on the negatively expressed narratives of transformative
experiences. First, hypothesis 2c was tested, and informational processing style (M = 35.731, SD
= 5.525) and negatively expressed narratives of transformative experiences (M = 1.223, SD =
1.199) were not significantly correlated, r(91) = -.156, p <.134. This result does not support the
research hypothesis that informational processing style will negatively correlate to negatively
expressed narratives of transformative experiences. Because the correlation was not significant,
informational processing style was not used as an independent variable in the multiple regression
model of negatively expressed narratives of transformative experiences.
The final hypothesis for identity processing styles was hypothesis 2d. Diffuse-avoidant
processing style (M = 19.409, SD = 7.593) and negatively expressed narratives of transformative
experiences (M = 1.223, SD = 1.199), were not significantly correlated, r(91) = .190, p <.068.
This result does not support the research hypothesis diffuse-avoidant processing style will
positively correlate to negatively expressed narratives of transformative experiences. Because
the correlation was not significant, diffuse-avoidant processing style was not used as an
independent variable in the multiple regression model of negatively expressed narratives of
transformative experiences.
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Testing Hypotheses 3a and 3b
Hypotheses 3a and 3b measure the relationship between learning goal orientation and the
narratives of transformative experiences. Both measures use sum scores to create an ordinal
approximation of a continuous variable. The scale was treated as continuous and a correlation
was used to test the hypotheses. Hypothesis 3a was tested first. Learning goal orientation (M =
44.419, SD = 8.408) and positively expressed narratives of transformative experiences (M =
3.290, SD = .973) were significantly positively correlated, r(91) = .385, p <.001. This indicates
that the higher an individual’s learning goal orientation, the more likely the expression of
positive narrative of transformative experiences will be present. This result fully supports the
research hypothesis that learning goal orientation will positively correlate to positively
expressed narratives of transformative experiences. Because the correlation was significant,
learning goal orientation was used as an independent variable in the multiple regression model of
positively expressed narratives of transformative experiences.
The hypothesis 3b test revealed that learning goal orientation (M = 44.419, SD = 8.408)
and negatively expressed narratives of transformative experiences (M = 1.223, SD = 1.199) were
significantly negatively correlated, r(91) = -.337, p <.001. This indicates that the higher an
individual’s learning goal orientation, the less likely the expression of negative narrative of
transformative experiences will be present. This result fully supports the research hypothesis that
learning goal orientation will negatively correlate to negatively expressed narratives of
transformative experiences. Because the correlation was significant, learning goal orientation
was used as an independent variable in the multiple regression model of negatively expressed
narratives of transformative experiences.

70
Testing Hypotheses 4a and 4b
Hypotheses 4a and 4b measure the relationship between leader development
psychological capital and the narratives of transformative experiences. Both measures used, the
Leader Development Psychological Capital Questionnaire and content analysis, use sum scores
to create an ordinal approximation of a continuous variable. The scale was treated as continuous
and a correlation was used to test the hypotheses. Hypothesis 4a was tested first. LD PsyCap (M
= 111.0, SD = 27.580) and positively expressed narratives of transformative experiences (M =
3.290, SD = .973) were significantly positively correlated, r(91) = .296, p <.004. This indicates
that the higher an individual’s LD PsyCap, the more likely the expression of positive narrative of
transformative experiences will be present. This result fully supports the research hypothesis that
leader development psychological capital will positively correlate to positively expressed
narratives of transformative experiences. Because the correlation was significant, LD PsyCap
was used as an independent variable in the multiple regression model of positively expressed
narratives of transformative experiences.
The final hypothesis tested, hypothesis 4b, revealed that LD PsyCap (M = 111.0, SD =
27.580) and negatively expressed narratives of transformative experiences (M = 1.223, SD =
1.199) were negatively correlated, r(91) = -.380, p <.001 This indicates that the higher an
individual’s LD PsyCap, the less likely the expression of negative narrative of transformative
experiences will be present. This result fully supports the research hypothesis that leader
development psychological capital will negatively correlate to negatively expressed narratives of
transformative experiences. Because the correlation was significant, LD PsyCap was used as an
independent variable in the multiple regression model of negatively expressed narratives of
transformative experiences.
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Table 4.4 includes a concise description of which hypotheses were supported. The
constructs which were found to have full support of the hypotheses were then included in the full
regression multiples.
Table 4.4
Support of Hypotheses
Hypothesis
H1a: Positive affect will positively correlate to positively expressed
narratives of transformative experiences.

Support Result
Full

H1b: Negative affect will positively correlate to negatively expressed
narratives of transformative experiences.

None

H2a: Informational processing style will positively correlate to positively
expressed narratives of transformative experiences.

None

H2b: Diffuse-avoidant processing style will negatively correlate to
positively expressed narratives of transformative experiences.

None

H2c: Informational processing style will negatively correlate to negatively
expressed narratives of transformative experiences.

None

H2d: Diffuse-avoidant processing style will positively correlate to
negatively expressed narratives of transformative experiences.

None

H3a: Learning goal orientation will positively correlate to positively
expressed narratives of transformative experiences.

Full

H3b: Learning goal orientation will negatively correlate to negatively
expressed narratives of transformative experiences.

Full

H4a: Leader development psychological capital will positively correlate to
positively expressed narratives of transformative experiences.

Full

H4b: Leader development psychological capital will negatively correlate to
negatively expressed narratives of transformative experiences.

Full

Exploratory Multiple Regression Analysis
To understand which constructs’ relationship with transformative experience is a better
predictor of this concept, two hierarchical multiple regression models were tested. The multiple
regressions were conducted as an exploratory analysis, to determine which construct is most
important in predicting the outcome.
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There are six assumptions that need to be met to run the analysis and receive valid
results. First, the Durbin-Watson statistic was measured for independence of observations. The
result can range from 0 to 4 while the closer to 2 would indicate there is no correlation between
residuals (Durbin & Watson, 1950, 1951, 1971). The first model regression (positively expressed
narratives of transformative experiences) had a Durbin-Watson statistic of 2.183. The second
model regression (negatively expressed narratives of transformative experiences) had a DurbinWatson statistic of 2.132. Next, a linear relationship was confirmed between each dependent
variable (positively or negatively expressed narrative) and each independent variable through
partial regression plots. Next, a scatter plot was then used to show homoscedasticity (Darlington
& Hayes, 2017). Collinearity was checked through tolerance and VIF values. A Tolerance of less
than .1 and VIF statistic of greater than 10 indicates there may be a collinearity issue (see Hair et
al., 2014). Similar to the previous casewise diagnostic test, no outliers were identified. The final
assumption confirmed was a visual inspection of a histogram and Q-Q plot which was used to
check for normality (Darlington & Hayes, 2017). Meaning, standardized residuals were
inspected to be normally distributed along a diagonal line on a Q-Q plot. This was inspected for
each dependent-independent variable used in the regression analysis. The dependent variable
(negatively or positively expressed narratives) was plotted on the y-axis. The independent
variable (positive affect, learning goal orientation, or LD PsyCap) was plotted on the x-axis.
With these assumptions made, the first regression model was to see if the significantly
correlated positive affect, learning goal orientation, or leader development psychological capital
would predict positively expressed narratives of transformative experiences. Positive affect,
learning goal orientation, and leader development psychological capital were entered as stepwise
method. These variables were entered as a stepwise regression to allow for the predictors
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accounting for the most variance of outcome to be entered first. The multiple regression analysis
excluded positive affect and leader development psychological capital as variables because they
did not predict additional significant variance in the outcome than learning goal orientation.
Table 4.5 summarizes the analysis results. The multiple regression model with all three
predictors produced R2 = .148, F(1, 91) = 15.808 p < .001. As can be seen in Table 4.5, learning
goal orientation had significant positive regression weights, indicating participants with higher
scores on this construct were expected to have higher positively expressed narratives of
transformative experiences. Positive affect and leader development PsyCap did not contribute to
the multiple regression model despite having significant correlations to positively expressed
narratives of transformative experiences. The multiple regression results suggest learning goal
orientation was the strongest variable in predicting that individuals would include more positive
expressions in their narratives of transformative experiences.
Table 4.5
Regression Analysis for Positively Expressed Narratives of Transformative Experiences
Variable
Constant
Learning Goal Orientation

B
1.312
.045

β
.385

SE
.506
.011

Sig.
.011*
.001**

* Significant at the p < 0.05 level, ** Significant at the p < 0.001 level
The second regression model was to see if learning goal orientation, or leader
development psychological capital would predict negatively expressed narratives of
transformative experiences. Negative affect was not used as an independent variable for
participants’ mood because it was found in data analysis plan step 3b that negative affect was not
significantly correlated to the negative expression of narratives. Learning goal orientation and
leader development psychological capital were entered in a stepwise hierarchical regression
model. These variables were entered as a stepwise regression to allow for the predictors
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accounting for the most variance in the outcome to be entered first, then adding the second
variable to determine if additional variance in the outcome is accounted for. The stepwise
multiple regression analysis excluded learning goal orientation as a variable because it did not
add enough significant information to the model. Table 4.6 summarizes the analysis results. The
multiple regression model with the predictor produced R2 = .144, F(1, 91) = 15.356 p < .001 As
can be seen in Table 4.6, leader development psychological capital had significant negative
regression weights, indicating participants with lower scores of this construct were expected to
have higher negatively expressed narratives of transformative experiences after controlling for
the other variables in the model. Learning goal orientation did not contribute to the multiple
regression model despite having a significant correlation to negatively expressed narratives of
transformative experiences. After comparing the regression model, leader development
psychological capital was the strongest variable in predicting that individuals would identify a
negatively expressed narratives of transformative experiences.
Table 4.6
Regression Analysis for Negatively Expressed Narratives of Transformative Experiences
Variable
Constant
Leader Development Psychological Capital

B
3.059
-.017

β
-.380

SE
.482
.004

Sig.
.001*
.001*

*Significant at the p < 0.001 level
Summary of Results
The results of the correlational and multiple regression analyses revealed multiple
statistical relationships between the constructs measured. Specifically, hypotheses 1a, 3a, 3b, 4a,
and 4b were found to have full support. The remaining five hypotheses, 1b, 2a, 2b, 2c, and 2d,
were found to have no support. These results measured through correlational analyses, informed
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the predictor variables used in the two multiple regression models. The first multiple regression
model showed learning goal orientation was the strongest variable in predicting positively
expressed narratives of transformative experiences. The second multiple regression model
showed leader development psychological capital was the strongest variable in predicting
negatively expressed narratives of transformative experiences. Chapter five will present a
discussion of research findings, conclusions drawn from data analysis, and recommendations for
future research.
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CHAPTER 5: DISCUSSION
The purpose of this quantitative study was to identify factors that influence the way
people describe transformative experiences that lead to perceived leader identity change. This
chapter is dedicated to interpreting the results of the study and explaining how they answer the
research question: what are the factors that influence the way people describe transformative
experiences that lead to perceived leader identity change? This section also includes the present
study’s contribution to leader development literature and practice as well as recommendations
for future research.
Overview
As previously stated, the purpose of this study was to identify factors that influence the
way people describe transformative experiences that lead to perceived leader identity change.
Transformative experiences, also referred to as crucible moments, are defined as moments
through which “individuals come to a new or altered sense of identity” (Bennis and Thomas,
2002, p. 63). Leader identity is “the sub-component of one's identity that relates to being a leader
or how one thinks of oneself as a leader” (Day & Harrison, 2007, p. 365). The researcher utilized
a quantitative design to examine the degree of relationship between either of the two dependent
variables, positively expressed or negatively expressed transformative experiences, with the
following independent variables: positive affect, negative affect, informational processing style,
diffuse-avoidant processing style, learning goal orientation, leader development psychological
capital.
Positive Affect and Negative Affect Schedule, Identity Style Inventory (informational
and diffuse-avoidant subscales), Goal Scale Orientation (learning goal subscale), and Leader
Development Psychological Capital Questionnaire were used to quantitatively measure the
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independent variables. The dependent variables were gathered through a content analysis which
coded narratives of transformative experiences which have impacted an individual’s leader
identity. The narratives were coded for positive affect and negative affect used to express the
experiences.
Discussion of Results
Correlational analysis and multiple regression analysis were used to answer the research
question: what are the factors that influence the way people describe transformative experiences
that lead to perceived leader identity change? To identify potential influential factors, broaden
and build theory (Fredrickson, 2004) was used as a theoretical foundation. Using this theoretical
lens, a literature review identified four concepts or constructs that may have had an influence on
transformative experiences and perceived leader identity change. These concepts—affect,
identity processing style, learning goal orientation, leader development psychological capital—
were the focus of the following hypotheses.
Hypothesis 1a: Positive affect will positively correlate to positively expressed narratives
of transformative experiences.
Hypothesis 1b: Negative affect will positively correlate to negatively expressed narratives
of transformative experiences.
Hypothesis 2a: Informational processing style will positively correlate to positively
expressed narratives of transformative experiences.
Hypothesis 2b: Diffuse-avoidant processing style will negatively correlate to positively
expressed narratives of transformative experiences.
Hypothesis 2c: Informational processing style will negatively correlate to negatively
expressed narratives of transformative experiences.
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Hypothesis 2d: Diffuse-avoidant processing style will positively correlate to negatively
expressed narratives of transformative experiences.
Hypothesis 3a: Learning goal orientation will positively correlate to positively expressed
narratives of transformative experiences.
Hypothesis 3b: Learning goal orientation will negatively correlate to negatively
expressed narratives of transformative experiences.
Hypothesis 4a: Leader development psychological capital will positively correlate to
positively expressed narratives of transformative experiences.
Hypothesis 4b: Leader development psychological capital will negatively correlate to
negatively expressed narratives of transformative experiences.
Each hypothesis grouping’s (1a and 1b, 2a-2d, 3a and 3b, 4a and 4b) results and implication on
literature are discussed in this section.
Transformative Experiences and Affect
Affect builds on broaden-and-build theory, which posits that “positive emotions appear to
broaden peoples’ momentary thought–action repertoires and build their enduring personal
resources” (Fredrickson, 2004, p. 1369). Positive and negative affect are two mood factors in
which evidence indicates they are “opposites (that is strongly negatively correlated)” (Watson et
al., 1988, p. 1063). Previous research connecting affect and transformative experiences found
that “negative life events were found to be negatively related to positive affect (i.e., the worse the
adversity the less reported positive emotions) and positively related to negative affect (i.e. the
worse adversity the worse the reported negative affect)” (Karaırmak & Figley, 2017, p. 100). The
current research study intended to expand on the connection of these concepts by testing the
relationship between positive affect and positively expressed narratives of transformative
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experiences as well as the relationship between negative affect and negatively expressed
narratives of transformative experiences. Correlational analysis was used to test these
relationships.
Hypothesis 1a, positive affect will positively correlate to positively expressed narratives
of transformative experiences, was fully supported. This indicates that the higher an individual’s
positive affect mood, the more likely the expression of positive narrative of transformative
experiences will be present. Because of the significant correlation, positive affect was used as an
independent variable in an exploratory multiple regression analysis. The hierarchical multiple
regression, which used a stepwise method, did not indicate that positive affect predicted
significant variance above and beyond learning goal orientation. Hypothesis 1b, negative affect
will positively correlate to negatively expressed narratives of transformative experiences, was
not supported. While a positive correlation was measured, it was not significant.
These results have a few implications to transformative experience and affect literature.
First, there is reason to believe that positive affect does influence how individuals perceive
transformative experiences have impacted their leader identity. This aligns with the present
study’s theoretical framework broaden-and-build theory. This means that people who are
experiencing positive emotions appear to broaden and build their takeaways from transformative
experiences. Negative affect was not used in a multiple regression analysis because it was not
significantly predicted to negatively expressed transformative experiences. There are a few
considerations as to why this relationship was not significant. First, participants that were
experiencing negative emotions may have chosen not to engage in the research. The mean scores
between positive (M = 17.645) and negative affect (M = 8.710) suggest that participants were
generally feeling more positive emotions than negative emotions. The self-selection of
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participants may have limited the number of people experiencing negative affective moods,
which could influence the results of the study. Further research specific to negative
transformative experiences may provide insight into the impact of these experiences on leader
identity.
A second consideration for the non-significant relationship is the implicit leadership
theories the participants held. The research recruited participants to share reflections of
experiences which have impacted them as a leader. Participants were encouraged to reflect on
either positive or negative transformative experiences. Participants may have held implicit
leadership theories that led them to associate, and thus share, positive experiences of leadership.
Schyns et al. (2011) described implicit leadership theories as “everyday images of what leaders
are like in terms of traits and behaviors” (p. 398). Although the leadership journey was intended
to help participants identify both positive and negative experiences as a leader, they could have
chosen to only share positive reflections because they associate images of leaders positively.
Further research may be needed to explore affect’s role as a predictor of transformative
experiences.
Transformative Experiences and Identity Processing Styles
Identity formation is an important developmental process for individuals to make sense of
“who they think they are and what they think they want” (Berzonsky, 2011, p. 3). To understand
this developmental process better, Berzonsky (1990) proposed three different social-cognitive
identity processing styles: informational, normative, and diffuse-avoidant. These social-cognitive
strategies are used to “engage or to avoid the tasks of constructing and maintaining a sense of
identity” (Berzonsky, 2008, p. 646). Identity processing styles are important to navigate life
choices and personal dilemmas (Schwartz, 2006). Informational and diffuse-avoidant processing
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styles were the focus of hypotheses 2a-2d. Individuals engaged in informational processing
identities indicated that they “were motivated to make an active effort to analyze and understand
themselves and that they were attuned to their inner thoughts, feelings, and motives” (Berzonsky
& Luyckx, 2008, p. 214). Diffuse-avoidant individuals contrast informational processing styles
in the way that diffuse-avoidant individuals are less interested in the internal motivation to
develop through adaptive self-reflection and instead more interested in developing themselves to
improve or maintain their social status.
Hypotheses 2a-2d test these identity processing styles with both positively and negatively
expressed transformative experiences. Hypotheses 2a and 2b focus on positively expressed
transformative experiences.
Hypothesis 2a: Informational processing style will positively correlate to positively
expressed narratives of transformative experiences.
Hypothesis 2b: Diffuse-avoidant processing style will negatively correlate to positively
expressed narratives of transformative experiences.
While there was a positive correlation (H2a) and negative correlation (H2b), they were not
significant thus not used in a multiple regression.
Hypotheses 2c and 2d focused on negatively expressed transformative experiences.
Hypothesis 2c: Informational processing style will negatively correlate to negatively
expressed narratives of transformative experiences.
Hypothesis 2d: Diffuse-avoidant processing style will positively correlate to negatively
expressed narratives of transformative experiences.
Similar to the previous two hypotheses, there was a positive correlation (H2c) and negative
correlation (H2d), they were not significant thus not used in a multiple regression.
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While the identity processing styles tested did not support any of the hypotheses, the
present study provided what the researcher identified as the first study research attempting to
connect transformative experiences and identity processing style. Self-reflection literature
(Berzonsky & Luyckx , 2008) would indicate the reflection of transformative experiences’
impact on leader identity is connected to identity processing style. However, further research—
specifically qualitative research—may be needed to better understand how identity processing
style impacts how individuals reflect on transformative experiences. Different qualitative
methods such as phenomenology, case study, or grounded theory may be suited to better ask
research questions about an individual’s identity processing style and its connection to
transformative experiences. This is because qualitative research methods provide opportunity to
explore a relationship between these constructs more in depth than some quantitative methods.
Further quantitative research on this topic may also provide insight as to why no
significant relationship was found in this study. One reason could be timing of data collection in
relation to the event of the transformative experience. Perhaps identity processing style today is
not as important as identity processing style at the time of the transformative experience. Identity
processing style could be explored using longitudinal methods, given the long-term development
of identity.
Transformative Experiences and Learning Goal Orientation
Learning goal orientation influences how individuals engage in goals and goal
achievement. Learning goal orientation is associated with “a desire to develop the self by
acquiring new skills, mastering new situations, and improving one’s competence” (Vandewalle,
1997, p. 1000). Learning goal orientation has been tested in leader identity growth. Kwok et al.
(2020) studied leader identity developmental trajectories during a leadership training program.
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Although individuals with high learning goal orientation initially saw faster development, leader
identity development trajectories eventually plateaued over the six weeks of data collection.
These resulted indicated that while individuals with higher learning goal orientations may have
more motivation to accomplish leadership development goals, the reward may not always be
worth continuing those goals (Kwok et al., 2020). While Kwok et al.'s (2020) study provides
unique research to leadership development trajectory, this current study extended the
researchers’ work on learning goal orientation. Specifically, this research investigated the
relationship between learning goal orientation and the positive or negative expression of
transformative experiences.
Hypothesis 3a, learning goal orientation will positively correlate to positively expressed
narratives of transformative experiences, was fully supported. This indicates that the higher an
individual’s learning goal orientation, the more likely the expression of positive narrative of
transformative experiences will be present. Because of the significant correlation, learning goal
orientation was used as an independent variable in an exploratory multiple regression analysis.
When included with positive affect and leader development PsyCap, learning goal orientation
was found to be the strongest indicator when regressed on positively expressed narratives of
transformative experiences. This means that learning goal orientation may be an important factor
in predicting if an individual may reflect on a transformative experience more positively.
Hypothesis 3b, learning goal orientation will negatively correlate to negatively expressed
narratives of transformative experiences, was also fully supported. This indicates that the higher
an individual’s learning goal orientation, the less likely the expression of negative narrative of
transformative experiences will be present. Because of the significant correlation, learning goal
orientation was used as an independent variable in an exploratory multiple regression analysis.
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However, unlike hypothesis 3a, learning goal orientation was not found to add significant
predicted variance when regressed on negatively expressed narratives using a stepwise method.
Instead, LD PsyCap showed more predicted variance. One explanation for this is the high
correlation between learning goal orientation and LD PsyCap (r(91) = .652, p < .001) suggests
that these variables share construct measurement space. It is possible the two variables are both
predicting the same type of variance in the outcome variable. This does not necessarily mean
learning goal orientation is not a possible predictor, but it was not the strongest predictor in the
stepwise regression.
There are two implications for learning goal orientation and transformative experiences
literature. Specifically, both supported hypotheses align with previous research (Kwok et al.,
2020) on learning goal orientation and leader identity over time. This means that although the
present study only collected learning goal orientation at one time interval, it may have provided
an accurate representation of how an individual reflects on the impact of their leader identity.
Even further, learning goal orientation may be a strong indicator of predicting individuals who
may reflect on a transformative experience through positive emotions or affect.
Transformative Experiences and Leader Development Psychological Capital
The final hypotheses tested questioned transformative experiences and leader
development psychological capital. LD PsyCap is defined as
(1) having confidence (efficacy) to take on and put in the necessary effort to succeed at
challenging leader development tasks; (2) making a positive attribution (optimism) about
succeeding now and in the future in terms of developing as a leader; (3) persevering
toward leader development goals and, when necessary, redirecting paths to goals (hope)
in order to succeed; and (4) when beset by problems and adversity, sustaining and
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bouncing back and even beyond (resilience) to attain success at leader development.
(Pitichat et al., 2018, p. 49)
LD PsyCap extends the higher-order construct psychological capital to have a leader
development emphasis. PsyCap may help individuals reflect on who they are as a leader and who
they would like to become (Pitichat et al., 2018). These are potentially important questions for
individuals going through a transformative experience to ask themselves (Thomas, 2008).
Thomas (2008) explained individuals who go through such moments are willing to explore the
“questions about who they are and what is really important to them” (p. 5). Hypotheses 3a and
3b centered around LD PsyCap and its relation to transformative experiences.
Hypothesis 4a, leader development psychological capital will positively correlate to
positively expressed narratives of transformative experiences, was fully supported. This indicates
that the higher an individual’s LD PsyCap, the more likely the expression of positive narrative of
transformative experiences will be present. Because of the significant correlation, LD PsyCap
was used as an independent variable in an exploratory multiple regression analysis. However, the
concept was not found to add significant predictive value when regressed on positively expressed
narratives when positive affect and learning goal orientation were included in the model. As
previously explained, this high correlation between learning goal orientation and LD PsyCap
(r(91) = .652, p < .001) suggests that these variables share construct measurement space. It is
possible the two variables are both predicting the same type of variance in the outcome variable.
This does not necessarily mean LD PsyCap is not a possible predictor, but it was not the
strongest predictor in the stepwise regression.
Hypothesis 4b, leader development psychological capital will negatively correlate to
negatively expressed narratives of transformative experiences, was also fully supported. This
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indicates that the higher an individual’s LD PsyCap, the less likely the expression of negative
narrative of transformative experiences will be present. Because of the significant correlation,
LD PsyCap was used as an independent variable in an exploratory multiple regression analysis.
LD PsyCap was found to be the strongest indicator when regressed on negatively expressed
narratives of transformative experiences. This means that LD PsyCap may be an important factor
in reducing the degree to which an individual will reflect negatively on their transformative
experiences.
The correlations identified a relationship between leader development psychological
capital and transformative experiences which have impacted leader identity. Depending on how
individuals recall and reflect on a transformative experience (either positively or negatively), LD
PsyCap may play a role in how those individuals view the experience. While not explored as a
causation, this study revealed that LD PsyCap’s ability to predict negatively expressed
transformative experience. LD PsyCap is a relatively new concept with little research to
understand how this concept relates to greater leadership research. This study’s findings indicate
that further research may be warranted to explore the relationship between LD PsyCap and
leader identity change, specifically change associated with transformative experiences.
Implications
Based on the insight gained from this study, the following section provides a series of
recommendations and implications for future research and practice.
Implications for Future Research
The results of this study indicate multiple implications for current scholarship and future
research. First, these conclusions add to crucible moment literature. Bennis and Thomas (2002)
defined crucibles as “transformative experiences which individuals come to a new or altered
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sense of identity” (p. 63). Although Bennis and Thomas created the conceptual idea of crucible
moments, there are still many limitations in how their concept can be used in leadership research.
Bennis and Thomas (2007) claim that crucible moments create a new or altered sense of identity,
but the authors provide little to no identity development work for how this happens. Subsequent
research supporting crucible moments (e.g., Byrne et al., 2018; Martin, 2017) do not investigate
this identity claim either.
The present study added to crucible moment literature through investigating influencing
factors to the way people describe their crucible moments. Positive affect, learning goal
orientation, and leader development psychological capital all were found to be significantly
correlated to either positively expressed or both positively and negatively expressed narratives of
transformative experiences. This adds insight to the theoretical conception of crucible moments.
Specifically, Bennis and Thomas (2002, 2007) posit that not everyone will make it through
adversity and create a crucible moment. The supported hypotheses (1a, 3a, 3b, 4a, 4b) provide
insight into those individuals who are able create such crucibles. Even further, LGO and LD
PsyCap are successful predictors of the type of transformative experience (positive or negative)
that an individual may attribute to the event.
This implication builds crucible moment literature and research. Additional research on
the transformative experiences which have impacted leader identity may be useful. In particular,
neither informational nor diffuse-avoidant identity processing style were found to have a
significant relationship with transformative experiences. This study asked participants to reflect
on transformative experiences which had specifically impacted them as a leader and how they
view themselves as a leader (i.e., perceived leader identity). Leader identity is “the subcomponent of one's identity that relates to being a leader or how one thinks of oneself as a
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leader” (Day & Harrison, 2007, p. 365). While the specific identity processing styles were not
found to be significant factors in this study, future research should investigate the role identity
processing style on leader identity when an individual goes through a crucible moment. Identity
processing style may be more important during a transformative event than after. Engaging in
this research would be useful to build on leader identity development research. Specifically,
longitudinal research may provide useful insight into this topic. This would allow researchers to
understand the concept from multiple perspectives or timepoints not available in a crosssectional study.
Another implication of this research is that the analysis results are consistent with
broaden-and-build theory. Both learning goal orientation and LD PsyCap are positively related to
positive reflections of transformative experiences. This means that people with high learning
goal orientation or LD PsyCap appear to broaden and build their takeaways from transformative
experiences. This relationship suggests that development of positive leadership concepts such as
learning goal orientation and LD PsyCap may play an important role in individuals make sense
of transformative experiences. Further research could investigate how positive concepts such as
those studied in hypotheses 3a-4b allow an individual to broaden and build their takeaways from
transformative experiences.
The final implication of this research noted in this section is the insight gained from
participants. While the present study called for a quantitative research design, qualitative
reflections were collected. The reflections were collected at a single time interval and asked
participants how transformative experiences impacted them directly after the event and how it
currently impacts their leader identity. This process required participants to accurately recall and
reflect on their emotions. This was sufficient to test the study’s hypotheses. Future research
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studying crucible moments or transformative experiences may investigate how time lapse
impacts the way individuals reflect on their experiences. For example, is there more reliability of
an individual reporting how they felt immediately after the event depending on how much time
has lapsed since the event? Perhaps time is also a factor in how people process different types of
events. For example, a positive crucible moment may be easier to reflect upon than a negative
event. Future research may provide useful insight on this topic.
Implication for Practice
Previous research indicates that leader identity development is stable over time (Day &
Liu, 2019; Miscenko et al., 2017). This means an individual develops their identity as a leader
over their lifespan (Murphy & Johnson, 2011). There is a call (Day & Liu, 2019) for leader
development practitioners, those who facilitate leader development programs and processes, to
better utilize this research and create long-term development plans that allow individuals to
develop and reflect on past experiences as a leader. However, many practitioners do not practice
this. Instead, they utilize episodic or short-term development that does not capitalize on current
research of leader identity development (Day & Liu, 2019). One reason may be that they do not
have the resources to implement such theory into practice.
Hypotheses 3a and 3b would indicate a practical way to encourage leader development
practitioners to utilize this long-term development. For example, practitioners may utilize
learning goal orientation to aid individuals who are asked to recall and reflect on experiences that
have impacted them as leaders. Developing learning goal orientation may be a helpful way to
promote people’s positive narratives about their transformative experiences, thus putting them in
a position for continued growth and development. This emphasis on learning goal orientation and
developing an individual’s motivation and confidence to accomplish tasks or goals aligns with
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leadership development techniques previously mentioned in chapter two. One example of this
would be developing learning goal orientation through adaptive self-reflection (Avolio &
Hannah, 2008) which can “promote more internal attributions for performance and produce
greater performance improvements” (DeRue & Myers, 2014, p. 846) when compared to nonstructured reflection.
Similar to learning goal orientation, hypotheses 4a and 4b provide a practical resource for
leader development practitioners to utilize the long-term development of leader identity. Similar
to learning goal orientation, practitioners may utilize LD PsyCap interventions as a way to help
people positively make sense of their prior experiences. Again, adaptive self-reflection processes
would be a useful technique to guide leader development participants to understand the
transformative experience and how it currently impacts their identity a leader.
Conclusion
This study sought to expand the current understanding of the factors that influence the
way people describe transformative experiences that lead to perceived leader identity change.
Although leader identity development scholars have called for leader development practice to
emphasize the longitudinal nature of leader development, there are still shortcomings. An aim of
this study was to understand influence factors that leader development practitioners may utilize
to bridge a gap between theory and practice. The results from this study suggest learning goal
orientation and leader development psychological capital may be helpful models to use to
support positive leader identity development. This study also advanced crucible moment
literature into leadership theory and research. Through identifying and measuring foundational
concepts of crucible moments, collecting reflections of these moments, and running correlational
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and multiple regression analysis, this study advanced our understanding of important factors that
may influence the reflection and leader identity development processes.
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Appendix B
Short-Form International Positive Affect and Negative Affect Schedule (I-PANAS-SF)*
PANAS NA subscale: afraid, ashamed, hostile, nervous, and upset
PANAS PA subscale: active, alert, attentive, determined, and inspired
The International Positive and Negative Affect Schedule Short Form (I-PANAS-SF)
Question, Measure, and Item Order
Question: Thinking about yourself and how you normally feel, to what extent do you generally
feel:
Items in order:
Upset
Hostile
Alert
Ashamed
Inspired
Nervous
Determined
Attentive
Afraid
Active
Interval measure: never 1 2 3 4 5 always
*I-PANAS-SF located in Thompson, 2007
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Appendix C
Goal Scale Orientation: Learning Goal Subscale*
Instructions: Below are statements about you regarding your interests/goals in learning
something new or challenging. Using the following scales, indicate your level of agreement or
disagreement with each statement. (1 = Strongly disagree, 2 = Disagree, 3 = Somewhat disagree,
4 = Neither agree nor disagree, 5 = Somewhat agree, 6 = Agree, 7 = Strongly agree)
1.
2.
3.
4.
5.
6.
7.
8.

The opportunity to do challenging work is important to me.
When I fail to complete a difficult task, I plan to try harder the next time I work on it.
I prefer to work on tasks that force me to learn new things.
The opportunity to learn new things is important to me.
I do my best when I’m working on a fairly difficult task.
I try hard to improve on my past performance.
The opportunity to extend the range of my abilities is important to me.
When I have difficulty solving a problem, I enjoy trying different approaches to see
which one will work.

*Learning Goal Subscale located in Button et al., 1996

